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Abstract
Burnout has been an ongoing problem that negatively impacts organizations, their leaders, and
employees. While burnout is a highly researched topic, there is less information on burnout and
mindfulness in government employees in the United States. According to research, mindfulness,
a state of being conscious or aware, has shown to improve well-being and reduce stress and
burnout in employees. Previous studies showed that burnout is a common problem that can lead
to negative mental, emotional, and physical outcomes. The goal of this quantitative correlational
study was to determine to what extent a relationship exists between mindfulness and burnout
among government employees in the United States. The research question was designed to
determine this relationship. For this study, the Maslach Burnout Inventory General Survey,
consisting of three subscales (exhaustion, cynicism, personal efficacy), and the Philadelphia
Mindfulness Scale, consisting of two subscales (awareness, acceptance), were utilized for the
surveys. One hundred government employees participated and completed the online surveys
through Qualtrics; however, 95 were calculated due to outliers, and the data were analyzed by
utilizing SPSS 28 to determine the Pearson r correlations between the two scales and subscales.
The results revealed a significant positive correlation between the burnout subscale of
professional efficacy and the mindfulness subscale of awareness. There was also a negative
relationship between the burnout subscale of exhaustion and the mindfulness subscale of
acceptance and between the burnout subscale of cynicism and the mindfulness subscale of
acceptance. The results of this study imply that mindfulness as a positive psychology construct
can aid in reducing burnout in government employees.
Keywords: burnout, conservation of resources theory, cynicism, exhaustion, healthpromoting leadership, high-quality relationships, job demands–resources theory, mindfulness,
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mindfulness-to-meaning theory, organizational culture, positive psychology, professional
efficacy, psychological safety, resilience
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Chapter 1: Introduction
Burnout in the workplace is one of the most researched topics regarding employee and
organizational well-being, and billions of dollars are expended annually due to employee stress,
burnout, gender inequality, and high turnover rates (King & Badham, 2019; Steffens et al.,
2018). Recent studies suggest that mindfulness may protect against burnout; however, it is not
evident to what extent the findings could be directly applied to government jobs, especially those
with highly varied work-related demands (Fisher et al., 2017; Taylor & Millear, 2016).
Mindfulness contributes to well-being, sustainability, and compassion (King & Badham,
2019). Teaching mindfulness to employees can promote and create positive cultures within
organizations based on awareness and clarity, where mindfulness allows people to promote highquality relationships, learn, and use emotional intelligence to be open, present, and engaged
(Ehrlich, 2017). Mindfulness as a personal resource can increase awareness in the workplace,
and implementing intervention programs that include meditation can influence and reduce
employee stress and burnout (Taylor & Millear, 2016). Moreover, Horan and Taylor (2018)
found that incorporating self-compassion and mindfulness as interventions aids in employee
well-being and stress management. This matters because it is important to combat burnout and to
avoid its negative consequences. While authoritative leadership is ineffective, effective
leadership can help prevent burnout in organizations (S. Kelly & MacDonald, 2019).
Leadership style plays an important role in the leader–employee relationship in the
workplace as it contributes to burnout in employees (S. Kelly & MacDonald, 2019).
Mindfulness, as a state of being conscious or aware, can modify social dynamics, and the
concept of mindfulness is essential to understanding the impact of leadership in organizations
(Schuh et al., 2019). Mindfulness also adds a nuanced perspective to leadership research that
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stresses an equilibrium between being and doing, where mindful leaders aim to promote better
relationships with employees by reducing employee fatigue in the workplace and increasing
interpersonal fairness, perception, and awareness (Reb et al., 2019). The present study draws on
multiple theories: mindfulness-to-meaning theory, job demands–resources theory (JD-R), and
conservation of resources theory (COR; A. Bakker & de Vries, 2021; Garland et al., 2015;
Hobfoll, 1989; Vîrgă et al., 2020).
Mindfulness-to-meaning theory states that by modifying how an individual tends to the
cognitive, emotional, and interoceptive ramification of emotional inducement, “mindfulness
introduces flexibility into the creation of autobiographical meaning, stimulating the natural
human capacity to reappraise adverse events positively and savor the positive aspects of
experience” (Garland et al., 2015, pp. 295−296). This theory bolsters the introduction and
utilization of mindfulness-based programs within the workplace and emphasizes how
mindfulness, like meditation, tends to work in the lives of those who practice it
consistently in their daily work lives to mitigate job and workplace stressors.
Similarly, the JD-R model presents a framework for understanding the precursors of
workplace burnout (He et al., 2018). A demand is defined as the physical, cognitive, or
emotional energy (e.g., role ambiguity and working long hours) required to complete job tasks,
whereas a resource is defined as a physical, cognitive, or social resource (e.g., job security,
management support, and autonomy) that aids in the achievement of work objectives and the
employee’s development (He et al., 2018; Potipiroon & Faerman, 2020). Employees use personal
resources to manage job demands in various professions, which are defined by a set of job
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demands and resources, according to JD-R. When the two dimensions of a job (demands and
resources) are out of balance, negative consequences such as burnout occur (A. Bakker & de
Vries, 2021; Vîrgă et al., 2020). It’s also crucial to understand what causes burnout in a certain
industry, as well as the expectations and resources unique to that work and field (He et al., 2018).
A. Bakker and de Vries (2021) combined self-regulation strategies with JD-R theory to
demonstrate that regular high job demands and low job resources, combined with frequently
failed self-regulation strategies, result in short-term work stress and eventually permanent work
burnout. JD-R theory relates to employees drawing on their own personal resources learned by
attending mindfulness-based programs offered at work or using resources obtained in their own
personal repertoire to assist with workplace stress, job dissatisfaction, and burnout.
The final theory that makes up the theoretical framework is COR theory, which was first
coined and introduced by Hobfoll in April of 1989 and is still relevant today. According to
Hobfoll (1989), COR is a “resource-oriented model based on the supposition that people strive to
retain, protect, and build resources and that what is threatening to them is the potential or actual
loss of these resources” (p. 513). Hobfoll (1989) was referring to resources whose loss or gain
would cause stress or a decrease in well-being, which he defined as conditions, energies, object
resources, and personal characteristics. COR theory holds that when a person’s fundamental
motivation and resources are threatened or depleted, it results in stress and negative physical and
psychological outcomes (Potipiroon & Faerman, 2020; Vîrgă et al., 2020). When COR is utilized
as a theoretical model, it aims to further explain the phenomenon of burnout and the procedures
that often parallel unmitigated work-related stress (Vîrgă et al., 2020).
The conservation of resources theory attempts to explain how burnout manifests and is
experienced as employees deal with increased negative work stressors. Regardless of where that
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stress comes from, individuals are at risk of burnout. This theory also relates to the YerkesDodson law of psychology, which explains that too little stress is not enough for motivation but
excessive stress will deplete motivation; however, just the right amount of stress will produce the
desired outcome (Kusumatrilia & Gilang, 2019). When employees reach the point of excessive
stress, they are at threat of experiencing burnout (Kusumatrilia & Gilang, 2019). Overall, all
three of these theories work together to explain how burnout is manifested, experienced, and
maintained (COR), and how it is also mitigated by the use of resources (JD-R), potentially
learned on the job such as mindfulness, to promote job satisfaction and decrease turnover by
choosing to see the positive in negative situations at work (mindfulness-to-meaning theory).
Statement of the Problem
Burnout is a major contributing factor in the leading negative outcomes of emotional
labor, which includes symptoms of emotional exhaustion, depersonalization (indifference), and
reduced personal fulfillment (Lu & Guy, 2019; Mansour & Tremblay, 2019). Freudenberger
(1974) was the first to coin the term burnout in a study measuring staff burnout. Freudenberger
proposed that chronic stress can be emotionally depleting and exhaustive, thus leading to burnout
in employees. Burnout is one of the most widely discussed mental health issues in modern
society; however, it is still not included as an actual diagnosis in the Diagnostic and Statistical
Manual of Mental Disorders, 5th Edition (DSM-5) but rather appears as an additional diagnosis
within the International Statistical Classification of Diseases and Related Health Problems
(ICD-10; Heinemann & Heinemann, 2017).
Employees experience stress due to high levels of work demand, resulting in negative
mental and physical health effects, emotional exhaustion, loss of personal identity, and the
perception of not being successful and fulfilled (Bostock et al., 2019; Eschelbach, 2018; Grover
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et al., 2017). Lawrie et al. (2018) noted that since the JD-R model and psychological safety
climate are positively related to everyday mindfulness, organizations can foster working
conditions beneficial to employees. For employees and employers, there appear to be significant
consequences for elevated levels of psychosocial work-related stress (Bostock et al., 2019).
Bartlett et al. (2019) mentioned that employee stress is a challenging issue concerning employee
well-being and mental health, which affects the organization and human resourcing.
Long-term stress eventually leads to burnout; therefore, effective mitigation of burnout
symptoms is crucial in reducing negative job-related stress symptoms in employees (Kinnunen et
al., 2019). Through mindfulness-, acceptance-, and value-based intervention programs,
employees can effectively decrease and mitigate the presence and experience of burnout
(Kinnunen et al., 2019). Mindfulness-based programs such as Mindful2Work have been shown
to improve employee mental and physical well-being resulting from work-related stress (de
Bruin et al., 2020; Pérez-Fuentes et al., 2020). According to Eschelbach (2018), leaders and
employees must learn and embrace mindfulness to increase well-being and reduce stress.
Despite the abundance of information on employee burnout, there is a gap in
understanding of the relationship between mindfulness and employee burnout, particularly
among government employees, which this study aims to address. Burnout can affect employees
at all levels of governmental organizations; thus, the problem addressed in this study is to
examine high stress and burnout in government employees.
Purpose of the Study
The purpose of this quantitative correlational study was to better understand the
relationship between mindfulness and burnout in government employees. In this study, I
explored the relationship between burnout and mindfulness in government employees. The scales
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I used for this study were the Philadelphia Mindfulness Scale (PHLMS), which is a 20-item
mindfulness scale (Cardaciotto et al., 2008), and the Maslach Burnout Inventory–General Scale
(MBI-GS), which is a 16-item burnout scale (Maslach et al., 1998). I examined the role of
mindfulness through Garland et al.’s (2015) mindfulness-to-meaning, JD-R (A. Bakker & de
Vries, 2021; Vîrgă et al., 2020), and COR (Vîrgă et al., 2020) theories.
The MBI-GS is used to evaluate the three components of burnout: emotional fatigue,
depersonalization, and diminished personal accomplishment, in which the internal consistency
assessed by Cronbach’s alpha generated reliability coefficients of 0.83 for frequency and 0.84 for
intensity of the 22-item measure (Maslach & Jackson, 1981; Maslach et al., 1998). The 22-item
measure uses a 7-point Likert scale to measure the three subscales of emotional fatigue,
depersonalization, and reduced personal accomplishment. The emotional exhaustion subscale
consists of nine items that assess feelings of being emotionally depleted by an employee’s job
(Maslach et al., 1998). The depersonalization subscale consists of five items that assess the
impersonal reaction to one’s efforts and service (Maslach & Jackson, 1981). The combined
scales of emotional fatigue and depersonalization mean scores correspond to a higher level of
burnout experienced by employees (Maslach et al., 1998). The personal accomplishment
subscale consists of eight items that assess feelings of success and competence of an individual’s
work, and a lower score in this subscale corresponds to a higher level of burnout (Maslach et al.,
1998).
There are many mindfulness scales; however, for the purpose of this study, the PHLMS
was selected for its focus on the awareness and acceptance behavioral components of
mindfulness (Cardaciotto et al., 2008). The PHLMS measure is intended for individuals to
experience mindfulness without meditation and evaluate acceptance from a continuous
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awareness as a part of the heart of the construct of mindfulness (Cardaciotto et al., 2008).
Through their findings, the PHLMS may be a preferred scale compared to the Five Facet
Mindfulness Questionnaire (FFMQ), Toronto Mindfulness Scale (TMS), and Langer
Mindfulness Scale (LMS) for assessing mindfulness when looking at distinct constructs instead
of a global construct (Cardaciotto et al., 2008). The PHLMS acceptance and awareness scales
consist of a 20-item, 5-point Likert-like questionnaire, and the scales are not correlated to one
another (Cardaciotto et al., 2008). The PHLMS, which emphasizes stress reduction in
individuals, is also based on Kabat-Zinn’s mindfulness model as nonjudgmental awareness
(Quaglia et al., 2016).
Based on the nature of both of these scales, there will naturally be some overlap in the
data; however, the concepts that each scale intends to measure cannot both be present in an
individual. An employee, for example, is unlikely to be both burned out and aware of their
burnout. I expected that there would be an inverse relationship between these, showing that as
the presence of mindfulness increases, the experience of burnout decreases or completely
diminishes. In this study, I aimed to investigate the relationship between burnout and
mindfulness in government employees, an area that is currently understudied, leaving a gap in
the literature for future research.
Research Question
This study contributes to the advancement of burnout scholarship, particularly as it
relates to the utilization of mindfulness as a resource in government employees at work. The
research question was as follows:
RQ1: To what extent is there a correlation between burnout and mindfulness in
government employees?
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H10: There is no relationship between burnout and mindfulness in government
employees.
H1A. There is a relationship between burnout and mindfulness in government employees.
Definition of Key Terms
Burnout. Defined and characterized by a combination of fatigue, cynicism, reduced
personal accomplishment, and depersonalization, burnout is considered a work-related
phenomenon (Maslach et al., 1998; Vîrgă et al., 2020). Burnout is measured by self-report
through the MBI-GS, which is a 16-item burnout scale.
Conservation of resources theory (COR). COR refers to when our underlying
motivation is challenged, stress arises, and people seek to retain, defend, and build resources,
with the threat of these resource being lost (Hobfoll, 1989; Vîrgă et al., 2020).
Cynicism. Cynicism refers to the impersonal response of one’s efforts and distant
attitude towards work. It is measured in the MBI-GS (Maslach & Jackson, 1981).
Exhaustion. Exhaustion refers to senses and impressions of being physically and
emotionally depleted by an employee’s work and is measured in the MBI-GS (Maslach et al.,
1998).
Health-promoting leadership. This is leadership that modifies the working conditions
of the organizational part of influence to create a health-promoting work environment for
employees (Jiménez et al., 2017).
High-quality connections/relationships. In these moments and/or relationships, each
individual in the connection senses increased and improved energy or vigor, empathy, and
positive regard (Dutton & Heaphy, 2003).
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Job demands–resources theory (JD-R). JD-R is defined as the use of personal
resources by employees to handle job demands. Various professions can be distinguished by a
group of job demands and resources, and when the dimensions of a job (demands and resources)
are out of balance, negative effects such as burnout occur (A. Bakker & de Vries, 2021; Vîrgă et
al., 2020).
Mindfulness. Mindfulness is defined and characterized as a mental state that entails full
awareness to the encounter or occurrence of the present moment, internally and externally,
without judgement, while remaining accepting and open to the present experience (Gotink et al.,
2016). Mindfulness is measured by self-report through the PHLMS, a 20-item mindfulness
measure.
Mindfulness-to-meaning theory. The theory of mindfulness-to-meaning is defined as
mindfulness that allows an individual to decenter or adjust from stress evaluations to
metacognitive awareness state appraisals where individuals develop and increase their attention
to previously unnoticed pieces of information about their life, reframing negative circumstances
to reduce adversity and difficulty while encouraging positive emotions (Garland et al., 2015).
Organizational culture. This is defined as compromising a number of characteristics
including a collective pattern of basic assumptions that colleagues have attained over time as
they learn to effectively cope with internal and external organizational issues and difficulties
(Schein, 1990).
Positive psychology. This is the scientific study of the relevance, importance, and
purpose of life that is worth living (Seligman & Csikszentmihalyi, 2000).
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Professional efficacy. This refers to feelings of success and competence in one’s work,
including both social and nonsocial attitudes of work and the satisfaction with prior and current
achievements. It is measured in the MBI-GS (Maslach et al., 1998).
Psychological safety. This is defined as the ability to present oneself to an employer
without fear of negative consequences to one’s self-image, rank, or field of work (Kahn, 1990).
Resilience. This is defined as a path to professional success that includes shown expertise
in the face of adversity and obstacles in the workplace, as well as professional advancement
following those experiences (Barker Caza & Milton, 2011).
Conclusion
Mindfulness and burnout are two concepts that are widely examined in the literature.
However, research on the correlation between the two is still in its early roots. Specifically, there
have not been many studies on the relationship between mindfulness and burnout in government
employees. This study establishes the role of mindfulness in alleviating burnout based on three
theories: mindfulness-to-meaning, JD-R, and COR. The PHLMS and MBI-GS were utilized to
reveal the relationship between burnout and mindfulness based on the participants’ responses.
The findings of this study are intended to highlight the importance of employee well-being in
cultivating and fostering a healthy and productive work environment.
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Chapter 2: Literature Review
Burnout in the workplace is one of the most researched topics regarding employee and
organizational well-being (Steffens et al., 2018). According to recent research, mindfulness as a
personal trait may protect against burnout (Taylor & Millear, 2016). In addition, mindfulness can
modify social dynamics, and the concept of mindfulness is essential to understanding the impact
of leadership in organizations (Schuh et al., 2019). In addition, burnout is a major contributing
factor in the leading negative outcomes of emotional labor, including symptoms of emotional
fatigue, depersonalization, and decreased personal fulfillment (Lu & Guy, 2019; Mansour &
Tremblay, 2019). While burnout affects employees at all levels of government, there is limited
research on the link between burnout and mindfulness in government employees.
The goal of this quantitative correlational study is to learn more about the link between
mindfulness and burnout among government employees. In this study, I explored the correlation
between burnout and mindfulness in full-time government employees in the United States.
Literature Search Methods
A comprehensive search of peer-reviewed journal articles was conducted via the ACU
online library utilizing a wide range of key terms to ensure a high-quality literature evaluation.
The following search terms were used to locate articles specific to this study: mindfulness and
burnout, mindfulness, mindfulness and servant leadership, burnout and government employees,
burnout and leadership, job demands–resources model and burnout, servant leadership and
burnout, resilience and burnout, conservation of resources and burnout, mindfulness-tomeaning, meditation, high-quality connections, burnout, job satisfaction and well-being, positive
psychology, and psychological safety. Variations of these terms were used to ensure exhaustive
results. Other databases included JSTOR, Springer, SAGE, ScienceDirect, CrossMark, Elsevier,
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Routledge, American Psychological Association (APA), Wiley, PLOS, Emerald Insight, and
ResearchGate. The reference sections of various articles were searched to find additional articles
pertaining to the topic. Google Scholar was also utilized to locate open access articles. The
search consisted of peer-reviewed articles published from 2014 to 2022.
Theoretical Framework
The present study drew on multiple theoretical frameworks: mindfulness-to-meaning
theory, JD-R, and COR (A. Bakker & de Vries, 2021; Garland et al., 2015; Hobfoll, 1989; Vîrgă
et al., 2020). According to the mindfulness-to-meaning theory, “Mindfulness introduces
flexibility into the creation of autobiographical meaning, stimulating the natural human capacity
to reappraise adverse events positively and savor the positive aspects of experience” by changing
how an individual responds to the affective, rational, and interoceptive (internal sensitivity)
ramifications of emotional inducement (Garland et al., 2015, pp. 295−296).
JD-R suggests that employees may utilize personal resources to manage job demands,
and various professions can be identified by a set of job demands and resources (A. Bakker & de
Vries, 2021; Vîrgă et al., 2020). Personal resources are outlined as self-beliefs referring to the
amount of control an employee perceives they have over their work environment (A. Bakker &
de Vries, 2021). The JD-R states that when an imbalance between job demands and resources
occurs, negative effects such as burnout are experienced (Vîrgă et al., 2020). A. Bakker and de
Vries (2021) combined self-regulation strategies with JD-R theory to show that excessive job
demands and insufficient job resources, together with frequently failing self-regulation strategies,
result in short-term work stress and, ultimately, permanent work burnout. The final theory that
makes up the theoretical framework is COR. This theory was first coined and introduced by
Hobfoll in April 1989 and is still relevant today. According to Hobfoll (1989), COR is a
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“resource-oriented model based on the supposition that people strive to retain, protect, and build
resources and that what is threatening to them is the potential or actual loss of these resources”
(p. 513). The resources that Hobfoll is referring to are those which the loss or gain of would
result in stress or an increase in well-being, which he outlines as object resources, conditions,
personal traits, and strengths (Hobfoll, 1989). According to COR, when our primary motivation
is threatened or rejected, it results in stress (Vîrgă et al., 2020). When COR is utilized as a
theoretical example, it aims to explain further the phenomenon of burnout and the procedures
that often parallel unmitigated work-related stress (Vîrgă et al., 2020).
Significance and Relevance
Organizations need to explore and develop more mindfulness-based training and
interventions specifically designed for workplace environments (Reb et al., 2019). Mindfulnessbased training for employees and leaders appears to address crucial issues and stressors that
organizations are facing in our increasingly complex world, such as multitasking and work
overload (Reb et al., 2019). According to the APA (2019), recent surveys show that 64% of
American adults claim that their job creates a significant amount of personal stress, which is the
most prevalent stressor, and that mindfulness plays a valuable role in well-being, such as
mitigating stress, emotional exhaustion, and malfunctioning while promoting work engagement
and prosocial behaviors (APA, 2019; Reb et al., 2019). However, according to Purser (2018),
mindfulness is being promoted in the workplace to decrease employee engagement rather than
address organizational causes of lack of employee engagement, which puts additional stress on
the employee instead of the organization. More research is needed to master and improve
mindfulness implementation in the workplace.
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Vella and McIver (2019) found a decrease in burnout over an 8-week intervention period
where a mindfulness meditation program was implemented in Australia. The results showed an
inverse correlation with mindfulness and burnout, increasing acknowledgment of stress triggers,
awareness of thoughts and feelings, capability to prioritize work, and acceptance of oneself and
others (Vella & McIver, 2019). Similarly, Chong et al. (2020) discovered that daily break
activities are advantageous for employees and are positively correlated to intrinsic motivation
and job commitment through mental or emotional detachment when mindfulness is higher.
When employee burnout is not addressed or is ignored, it may have negative
consequences such as high turnover, increased health care costs, and poor employee physical and
mental health. Positive psychology constructs, such as resilience, high-quality connections,
organizational culture, psychological safety, and psychological capital can be utilized to help
employees flourish and thrive at work.
Burnout Background
Burnout, also commonly termed burnout syndrome, has a long history and is one of the
most often discussed mental health concerns in societies and organizations (Heinemann &
Heinemann, 2017). Burnout contains a psychological threat which has undesirable and harmful
consequences for employees who experience it and the organizations in which they work
(Gracia-Gracia & Oliván-Blázquez, 2017). Despite its prevalence, burnout has yet to be added to
the DSM-5 as a mental health illness and is only listed as an added diagnosis within the ICD-10
(Heinemann & Heinemann, 2017). The reasoning for the lack of inclusion into the DSM lies in
the lack of systematic analysis into the examination and psychopathology of the condition of
burnout (Heinemann & Heinemann, 2017). In 1974, the term “burnout” was coined and defined
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by Freudenberger, who proposed that chronic stress can be emotionally draining and exhaustive,
leading to burnout (Heinemann & Heinemann, 2017; Maslach et al., 1998).
Burnout is defined and identified by a combination of fatigue, cynicism, reduced personal
accomplishment, and depersonalization and is considered a work-related phenomenon (Maslach
et al., 1998; Vîrgă et al., 2020). Exhaustion and cynicism are considered two of the main
components of burnout, which are thought to cause mental detachment from work that is
frequently experienced with this phenomenon (Vîrgă et al., 2020). Emotional exhaustion is the
perception and feeling of being depleted of resources, both physical and emotional, whereas
cynicism is the cognitive detachment from work, which is frequently accompanied by a negative
and unsympathetic perception of the job, duties, and colleagues (Vîrgă et al., 2020). Employees
who experience increased perceptions of emotional exhaustion are unable to give of themselves
psychologically (Maslach et al., 1998). Employees who have less personal accomplishment see
themselves negatively and feel depressed and unfulfilled with themselves and their work
(Maslach et al., 1998). Depersonalization is associated with the emotional exhaustion one
experiences, and these two components of burnout may be correlated (Maslach et al., 1998). In
their most recent study, Vîrgă et al. (2020) also proposed that burnout is most closely associated
with negative health symptoms in individuals in the helping professions, often leading to
psychological, physical, and emotional health complications such as depression, sleep disorders,
headaches, back pain, neck stiffness, flu-like diseases, and gastrointestinal problems. Burnout is
also initiatory of diminished job performance, higher absenteeism rates at work, short-term work
disability, decreased organizational dedication, and increased employee turnover (Vîrgă et al.
2020). Burnout tends to set in slowly, which means that as the symptoms of burnout increase, an
individual’s protective resources decrease (Vîrgă et al. 2020). This is important because burnout
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most often negatively impacts an individual’s well-being, performance at work, and turnover
intention (Vîrgă et al. 2020).
The phenomenon of burnout occurs in many different types of professions worldwide,
and the presentation of chronic stress can be emotionally exhausting, potentially leading to
burnout (Maslach et al., 1998). Employees experience stress due to high levels of work demand,
which results in negative mental and physical health effects, emotional exhaustion, loss of
personal identity, and the perception of not being successful or fulfilled (Bostock et al., 2019;
Eschelbach, 2018; Grover et al., 2017). Because workplace burnout is heavily researched,
billions of dollars are spent each year to address employee stress and burnout, gender inequality,
and high turnover rates (King & Badham, 2019; Steffens et al., 2018). Maslach’s multifaceted
theory of burnout conceptualizes burnout according to the three categories: emotional fatigue,
depersonalization, and decreased personal accomplishment (Maslach et al., 1998). Maslach
defined burnout as “an individual stress experience embedded in a context of complex social
relationships, and it involves the person’s conception of both self and others” (Maslach et al.,
1998, p. 69). When individuals are emotionally depleted of resources, they can no longer
function at a psychological level (Maslach et al., 1998). Burnout in organizations can lead to
high turnover, low self-esteem, and absenteeism, while in individuals, burnout can lead to
physical exhaustion, family issues, alcohol and drug abuse, and insomnia (Maslach et al., 1998).
Similarly, Sahoo (2016) also stated that if the warning signs of stress go unattended, they can
interfere with job performance and satisfaction, resulting in chronic stress and physical and
emotional health challenges and complications.
Organizations can foster beneficial working conditions for employees, which is a key
aspect of the job demands model (Lawrie et al., 2018). Effective mitigation of burnout symptoms
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is crucial in reducing negative job-related stress symptoms in employees through a mindfulness-,
acceptance-, and value-based intervention program (Kinnunen et al., 2019). Mindfulness-based
programs such as Mindful2Work have proven to enhance employee mental and physical wellbeing resulting from work-related stress (de Bruin et al., 2020; Pérez-Fuentes et al., 2020).
According to Eschelbach (2018), leaders and employees must learn and embrace mindfulness to
increase well-being and reduce stress.
There appear to be significant consequences for employees’ and employers’ elevated
levels of psychosocial work-related stress (Bostock et al., 2019). Bartlett et al. (2019) mentioned
that employee stress is a challenging issue concerning employee well-being and mental health,
which affects the organization and human resourcing. When we are under stress, our capacity to
manage stress at work can be the difference between accomplishment and lack of success on the
job, and because our emotions are contagious, it can affect the quality of our interactions with
others (Sahoo, 2016). While employee burnout exists in health care workers, education, and
other professions, the focus of this study is to explore the influence that mindfulness plays on
burnout in government employees.
Burnout in Health Care Workers
Nurse burnout has long been a topic of discussion, so it is not surprising that
mindfulness-based stress reduction (MBSR) interventions would attempt to test the impact of
mindfulness on this specific issue for nurses (M. Kelly & Tyson, 2016). Nurse burnout has a
negative impact on job satisfaction, collaboration with coworkers, and patient care, costing
health care systems millions of dollars and posing challenges to nurse leaders on how to sustain
and maintain health care demands (Monroe et al., 2021). Mindfulness interventions have been
broadly studied in patients and various workplace environments, but only recently has the focus
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shifted to employees who work in health care organizations. Monroe et al. (2021) recently
examined this phenomenon in nurses working in health care environments and found that
experimental research is deficient and neglects to reveal the why and how mindfulness plays a
part in nurse well-being and how it influences health care outcomes (Monroe et al., 2021).
Researchers have shown that nurses and other health care workers who engage in mindful
practice have fewer emotional issues, which could improve patient care, reduce stress and
anxiety, and increase self-compassion and empathy towards others (Gracia-Gracia & OlivánBlázquez, 2017; M. Kelly & Tyson, 2016). Nurses also need to be aware and not take on the
suffering of their patients, as this increases their level of stress and emotional grief (GraciaGracia & Oliván-Blázquez, 2017). Health care organizations are beginning to concentrate on
interventions to decrease burnout through mindfulness-based approaches and implementation
and are discovering that mindful individuals who focus on the present moment nonjudgmentally
perceive stress situations more objectively, refraining from attaching meaning (Monroe et al.,
2021). However, it is well understood that individuals who practice mindfulness with a high
level of discipline and dedication experience the greatest benefits and that organizations should
incorporate mindfulness as a continuous practice and process (M. Kelly & Tyson, 2016).
Monroe et al. (2021) found that nurses who implemented Project7 experienced higher job
satisfaction than nurses in organizations where Project7 was not implemented. Project7
Mindfulness Pledge© is a mindfulness tool created by a registered nurse and is voluntary and
accessible to nurses to help reduce burnout (Monroe et al., 2021). This mindfulness tool
containing seven agreements strives to develop inner self-awareness, emotional intelligence, and
maintaining relationships and appreciation of others by developing and improving collaboration
in teams (Monroe et al., 2021). Mindfulness at work may enable adaptive appraisal of stressful
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occurrences, especially when individuals are confronted with daily challenging situations
(Monroe et al., 2021). Project7 encourages altering behaviors and actions through fluency in
caring, consciousness, and self-awareness and shifts a culture to focus on ownership, where
colleagues accept and support shared values, freedom, and responsibility; consciously and
constructively collaborate; and promote innovative thinking (Monroe et al., 2021). Project7 also
aims to create a culture that inspires and supports patient safety, promotes ownership, improves
the workplace environment, reduces burnout, and improves resiliency (Monroe et al., 2021).
In regard to leadership, the Project7 tool also provides an accessible, valuable, and
helpful mindfulness framework that leaders can utilize to improve job satisfaction and
collaboration among team members and to reduce burnout, therefore creating and promoting a
healthier work environment that encourages and enhances resilience when these traits are most
demanded from the organization’s culture (Monroe et al., 2021). In addition, Project7 provides a
foundation that allows nurses and other health care professionals to listen, reflect deeply, and
connect with oneself and others by being present and authentic, which will enable them to
provide the most significant mode of self-care and care and support to others (Monroe et al.,
2021). Likewise, reflection-in-action entails giving awareness to our moment-to-moment
experiences, such as feelings, thoughts, physical feelings, and judgments (Monroe et al., 2021).
When nurses combine reflection-in-action and mindfulness, they can better understand how
perceptions shape and impact actions, recognize and comprehend another person’s point of view,
and integrate this knowledge into a thoughtful, purposeful, and successful approach to a problem
or challenge (Monroe et al., 2021).
Individuals who work in emotionally demanding fields are at risk of experiencing
burnout (Luken & Sammons, 2016). Occupational therapy is an emotionally taxing profession

20
with related burnout risk factors, and research has revealed high levels of burnout among
occupational therapy practitioners (Luken & Sammons, 2016). Another profession with a high
risk of work-related stress, which can lead to emotions of depersonalization due to emotional
depletion and is strongly linked to depersonalization, is social work (Travis et al., 2016). This
accumulation of stress may potentially put an emotional burden on employees, leading to
employee disengagement and burnout (Travis et al., 2016). However, studies have shown that
health care professionals who participate in MBSR programs experience physical and
psychological benefits and reduce job burnout (Luken & Sammons, 2016).
Burnout in Education
Despite the fact that prior literature on mindfulness practice for job burnout has focused
on health care providers, research has shown that teachers can also benefit from practicing
mindfulness (Luken & Sammons, 2016). The enormous impact that mindfulness is having on the
Western world in the sectors of well-being, education, and business is partially due to the
deteriorating of our own contemporary and western sociocultural framework, which is in need
for revitalization (Gracia-Gracia & Oliván-Blázquez, 2017). Researchers have concentrated on
mindfulness interventions that are important for students, but there have been few studies that
include teachers and faculty from higher education organizations (Jha, 2021). Understanding the
level of mindfulness among higher education staff members is critical for this population (Jha,
2021). Researchers discovered that employees with higher levels of mindfulness or who
participated in a mindfulness awareness program experienced less anxiety, stress, and burnout
(Jha, 2021). According to this research, the practice of mindfulness is essential to faculty
members of higher education, and mindfulness may develop and improve employees’ ability to
express their concerns, which increases dedication and job satisfaction and decreases burnout
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(Jha, 2021). The important correlation between mindfulness and job satisfaction implies that
faculty members who practice mindfulness are more content and fulfilled with their organization
and its current state of functioning, and faculty members who practice mindfulness reduce the
likelihood of burnout, have more self-control, are emotionally more stable and mature, and are
connected to the current task (Jha, 2021). While students benefit from practicing mindfulness, it
is equally important for teachers because mindfulness can improve communication and the
classroom environment.
Burnout in Government Employees
Jones (2021) performed research on employee well-being in government employees in
the public sector, which resulted in five characteristics of constructive and encouraging public
service: challenge, effectiveness, solidarity, empowerment, and service. In addition, several wellbeing elements were associated with these five characteristics, such as adversity, uniqueness,
leadership, and serving others (Jones, 2021). These results provide a more robust theoretical
basis to imply that more can and should be anticipated of government occupations (Jones, 2021).
Government employees can become emotionally drained, depersonalized, and
underachieving due to job role conflict ambiguity (Vojvodić et al., 2019). To be regarded as
good organizational citizens, government personnel are increasingly expected to take on
additional responsibilities (Potipiroon & Faerman, 2020). According to their study, individual
initiative (a type of organizational citizenship behavior) may result in higher degrees of
emotional fatigue among those with limited job and personal resources (Potipiroon & Faerman,
2020). The findings support the idea that resources, such as job motivation and supportive
settings, may support employees in coping with the pressures of working longer hours
(Potipiroon & Faerman, 2020).
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Besides working long hours, military personnel are also subjected to stressors that may
result in anxiety, depression, and the inability to cope effectively with stressors, which can have
adverse physical and psychosocial consequences, leading to burnout (Vojvodić et al., 2019).
Burnout in military personnel results from ineffective coping techniques in the face of chronic
stress in the military workplace (Vojvodić et al., 2019). Burnout can also occur in individuals
who strive for perfection, such as those who have unrealistic expectations of themselves and
their job (Vojvodić et al., 2019). According to research, there is a connection between defense
mechanisms and quality of life. As a result of maladaptive coping methods in interpersonal
communication in the military setting, burnout arises when employees’ adaptive capacities are at
odds with the demands placed on them by the work environment, eventually leading to burnout
(Vojvodić et al., 2019). Vojvodić et al. (2019) found that when military personnel utilized humor
and altruism (mature defense mechanisms), they experienced lower levels of burnout and
anxiety, better physical and psychological health, and a healthier attitude toward stress;
therefore, it is vital to learn the appropriate defense mechanisms for conquering stress in order to
decrease burnout considerably.
Burnout in Various Cultures
Burnout is present and pervasive in many cultures around the world. Zeng et al. (2020)
examined the connections between organizational conflict, employee burnout, and work–family
balance in Russian corporations. Organizational dissent can be expressed toward management
(upward), toward coworkers (lateral), or toward family and friends (displaced; Zeng et al., 2020).
The authors found that employee burnout is negatively linked with expressed organizational
dissent and positively associated with suppressed dissent of the organization, and employees that
received supervisory assistance and support were less likely to experience burnout at work (Zeng
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et al., 2020). Employee burnout can ignite conflict and disagreement by triggering ethical issues,
questions of right and wrong, job tasks, poor decision-making, undesirable working
circumstances, and disorganization; nevertheless, employees should address their problems
before they experience burnout (Zeng et al., 2020). Ideally, in a democratic organizational
workplace, employees should be able to lament about disappointments and frustrations before
they develop into severe stressors, and welcoming dissent is crucial in battling employee burnout
in their place of work (Zeng et al., 2020).
Russian professionals are inclined to look beyond income and focus more on the meaning
in the work they do, work freedom and independence, and work–family balance (Zeng et al.,
2020). Employees who have diminished job autonomy are likely to exhibit an increased level of
insecurity and anxiety, which can be destructive to long-term physical and mental well-being
(Zeng et al., 2020). Similarly, excessive alcohol use, an issue of psychosocial strain, is greatly
responsible for the increasing the rates of death and illness among employees and various social
groups in Russia (Zeng et al., 2020).
Training in mindfulness skills with the goal of increasing resilience against stressful and
demanding work conditions was discovered to be a method of reducing burnout, enhancing
employees’ well-being, and improving employee adaptation at their place of work in a study of
Iranian employees working in the service industry (Asheghi & Hashemi, 2019). Through
resilience, mindfulness has been demonstrated to affect adaptive performance and burnout both
directly and indirectly (Asheghi & Hashemi, 2019). Mindfulness reduces judgment and aids
employees in decreasing reactivity to stressful circumstances at work, allowing them to take
appropriate measures in response to stressful situations and, thus, preventing burnout (Asheghi &
Hashemi, 2019). Similarly, according to a study of employees experiencing work overload and
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burnout in the financial services sector in South Africa, it is critical to consider and follow an
inclusive approach to mitigate the health impairment process, where advisors, occupational
health psychologists, employees, leaders, and management all work collectively to mitigate the
health impairment process and increase employee well-being (de Beer et al., 2016).
Leadership and Burnout
Leadership style is critical in the leader–employee relationship in the workplace (S. Kelly
& MacDonald, 2019). Mindfulness can modify social dynamics, and the concept of mindfulness
is essential to understanding the impact of leadership in organizations (Schuh et al., 2019).
Mindfulness brings a nuanced viewpoint to leadership studies by emphasizing the balance
between being and doing, and mindful leaders improve employee connections by decreasing
workplace stress and boosting interpersonal justice and awareness (Reb et al., 2019).
According to Walsh and Arnold (2020), leadership is directly related to the promotion
and maintenance of employee well-being. Employees are active participants in accepting and
reacting to their leaders’ behaviors, which can influence their well-being regarding their
relationship with their leader (Walsh & Arnold, 2020). Individual consideration occurs when
leaders attend to employees, allow them to develop, and support them individually. Enacting
individual consideration also exhibits to employees that their leader recognizes and cares about
them in the workplace (Walsh & Arnold, 2020). The utilization of inspirational motivation is
also helpful in increasing morale and well-being in the workplace by leaders (Walsh & Arnold,
2020). Utilizing inspirational motivation involves the motivating of employees by way of sharing
inspiring vision and by “walking the talk,” whereby leaders provide an example and lead by it, as
well as providing information to employees in terms of what is required of their job tasks and
responsibilities (Walsh & Arnold, 2020). Conversely, abusive leadership can be a source of
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negative information, restricting and impairing employees’ well-being (Walsh & Arnold, 2020).
Some examples of abusive behavior are putting employees down in front of their fellow
employees and giving them the cold shoulder or silent treatment (Walsh & Arnold, 2020).
Abusive leadership behavior sends information negatively to employees, which could have
serious and detrimental effects on their mental well-being (Walsh & Arnold, 2020). For instance,
degrading an employee in front of their fellow peers conveys a negative message from the leader
about their degree of respect and worth or significance within the corporation (Walsh & Arnold,
2020). Furthermore, abusive behaviors perpetrated by a toxic leader have the potential to send
negative messages to employees about their actions, which can lead to an increase in the
perception of unfairness and isolation at work, therefore producing adverse outcomes—most
commonly, burnout (Mackey et al., 2017).
A leader’s behaviors can provide many types of information to employees; however, this
information that is being communicated through a leader’s behaviors and actions may not always
be perceived similarly by every employee (Walsh & Arnold, 2020). Employees will vary in
terms of how attentive they are and how actively they process the information presented, and in
turn the level of variation can directly impact how a leader’s behavior affects the employee’s
well-being (Walsh & Arnold, 2020). For example, clinical studies on mindfulness as a trait and
mindfulness training programs have revealed a broad range of favorable outcomes, and research
in clinical and management psychology implies that mindfulness has numerous positive
psychological and emotional results (Walsh & Arnold, 2020). According to research,
mindfulness’s greater, more open awareness allows mindful people to digest information
completely and control their attention in a specific situation, such as the workplace, which can
lead to changes in outcomes (Walsh & Arnold, 2020).
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On the contrary, leaders have criticized mindfulness, claiming that it has become a
commercialized fad with potentially negative side effects that have yet to be tested or examined
by research (Walsh & Arnold, 2020). Despite significant evidence to demonstrate mindfulness
having the ability to increase resilience and well-being, there are some who believe mindfulness
in relation to the processing of negative social information by toxic leadership at work brings the
probability that some employees may not benefit from the complete, conscious effects of
mindfulness (Walsh & Arnold, 2020). Employees being greatly aware of leadership
mistreatment, while also potentially lacking self-efficacy, could lead to adverse effects on
psychological well-being by the created feelings of hopelessness leading to depression.
Additionally, a lack of hope and increase in depression in combination with decreased awareness
of mindfulness has the potential to lead to the presence of feelings of helplessness and
vulnerability (Walsh & Arnold, 2020).
Generally, employee mindfulness would increase the connection between leaders and
employees by increasing psychological well-being as a result of increased social information
processing (Walsh & Arnold, 2020). According to their research, military medical personnel who
practice self-care, assist other team members, and engage in health-promoting leadership
behaviors experience reduced burnout (Adler et al., 2017). To improve employee well-being,
organizations should focus on encouraging and supporting employee mindfulness and positive
leadership, as without positive leaders to promote employee mindfulness, mindfulness cannot
contribute to positive employee well-being (Walsh & Arnold, 2020).
Health-Promoting Leadership
The goal of health-promoting leadership is to promote a healthy work environment for
employees by changing the working conditions and surroundings in their leadership territory
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(Jiménez et al., 2017). According to Jiménez et al. (2017), health-promoting leadership directly
affects employee wellness and job satisfaction. Leaders have an influence on the working
circumstances within an organization, and they may reduce stress and increase resources for
employees. Different working conditions that affect employee health must be identified, and
these can be addressed with effective leadership (Jiménez et al., 2017).
A study completed by Roche et al. (2014) aimed to examine the relationship between the
degree of mindfulness of leaders (CEOs and top, middle, and junior managers) and the mediating
effect of their efficiency, hope, resilience, and optimism. They discovered mindfulness to be
negatively associated with adverse psychological consequences such as depression, anxiety, and
burnout.
Stress inevitably has a relationship to leadership, whether this creates a positive or
negative consequence (Harms et al., 2017). Stress can cause leaders to perform better or worse,
depending on their personality, level, and efficacy as a leader (Harms et al., 2017). Moments of
stress allow leaders to develop leadership skills, or they can enable a leader to reveal their real
nature and character (Harms et al., 2017). During difficult times of stress, when effective
leadership is needed most, having a leader present who can effectively handle stressful events
with ease and grace makes for better decision-making and group cohesion (Harms et al., 2017).
If a leader is stressed, this stress is potentially transferred to the followers or employees,
increasing stress for those being managed, leading to symptoms of fatigue and, eventually,
burnout (Harms et al., 2017). Stress can also cause leaders to make poor decisions, affecting the
rest of the employees by default (Harms et al., 2017). Harms et al. (2017) also explained that
effective leadership demands enable the leader to focus significant cognitive resources on
resolving issues and decision-making while sustaining conscious awareness of the aspects and
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elements that may alter their decision-making abilities and experience of stress related to
burnout, which interferes with these processes (Harms et al., 2017). For example, Harms et al.
(2017) speculated that excessive amounts of stress have been associated with decreased levels of
intricate cognitive functioning, which tends to lead to increased use of heuristics and aggressive
behavior and decreased likelihood of the leader’s ability to consider different solutions to
problems and issues presented in the workplace (Harms et al., 2017). Leaders under a great level
of stress, causing potential burnout, are more likely to become more self-centered and less likely
to adopt a team viewpoint or perception (Harms et al., 2017). When a leader’s resources are
weakened or disabled, they are much less likely to participate in positive leadership behaviors,
tend to lean toward more destructive patterns in their behaviors, and may become abusive toward
their employees when stressed (Harms et al., 2017).
Servant Leadership
Servant leadership cultivates a genuine organizational resource that can help employees
avoid burnout, and a servant leader is valuable for providing direction, advice, and resources to
their subordinates (Sheikh et al., 2019). Servant leadership is a relationship between a follower
and a leader in which the leader prioritizes the interests of the follower so they can advance and
achieve in their profession (Sheikh et al., 2019). Servant leadership has a critical influence on the
ability to improve the well-being and emotional health of supporters, which are facilitated by
building a positive work atmosphere (Jit et al., 2017). When a follower’s sense of well-being is
positively correlated to their organizational commitment, it leads to higher employee satisfaction
and lower turnover rates in excellent employees (Jit et al., 2017). While implementing a servant
leader style in organizations reduces fatigue and stress, this style of leadership is passionate
about encouraging and motivating people to improve and enhance themselves as part of the

29
organization (Sheikh et al., 2019). Exhaustion and frustration decrease with the implementation
of servant leader style in organizations because this kind of leader is an enthusiast and motivates
employees to become a better part of the organization (Sheikh et al., 2019). A servant leader may
be referred to as the organization’s soul (Sheikh et al., 2019).
A servant leader is defined as having specific qualities of compassion, empathy, healing,
and passion to serve others and tends to build a psychologically and emotionally thriving
workforce while also indoctrinating a culture of togetherness, teamwork, and relationships that
are maintainable among employees by providing awareness and focus to their needs, feelings,
and emotions (Jit et al., 2017). Servant leaders with these characteristics are oriented to
employees’ suffering, which leads to an empathic concern resulting in an urge to take action (Jit
et al., 2017). This response to employee suffering is termed “compassionate responding” and
comprises three main components of behavior: 9a) being patient, listening, and discussing with
the employee; (b) empathetic listening, which includes comforting, guiding, and supporting the
employee in distress; and (c) taking personal accountability by offering emotional, financial,
social, and administrative support (Jit et al., 2017). In addition, leaders perceived by their
employees and coworkers as wanting to take responsibility for their struggling and emotional
healing tend to encourage resilient and positive relationships with their employees and
colleagues, promoting a positive work atmosphere (Jit et al., 2017). Overall, servant leaders with
a compassionate approach to the emotional suffering of their followers play a vital role in
creating a positive work atmosphere and workforce that experiences more positive overall
emotional health and well-being (Jit et al., 2017).
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Positive Leadership
Positive leadership, a construct derived from positive psychology, focuses on improving
the quality of life of employees and is positively correlated with positive employee experiences,
job performance, self-concepts, compassion, and positive emotions (Ko & Choi, 2021). Positive
leadership enhances positivity in leaders and employees, thereby increasing the likelihood of a
positive experience at work for employees (Ko & Choi, 2021). Positive leadership also
strengthens and encourages cohesive organizational disposition and strength among members,
promotes resilience, and allows members to focus on their strengths while developing their
competencies (Ko & Choi, 2021).
Ko and Choi (2021) applied Weiss and Cropanzano’s (1996) affective event theory,
which states that work-related experiences influence employees’ demeanor, which in turn
influences their work actions and attitudes. According to affective event theory, employees who
experience leaders with positive behaviors are likely to understand the interactions with leaders
more positively, thus leading to positive emotions concerning work (Ko & Choi, 2021). These
researchers found a mediating association between positive leadership and organizational
identification through the development of positive emotions, the experiences of empathy in the
workplace, and the benefit of virtuous behaviors due to positive leadership such as forgiveness,
appreciation, gratitude, and positive emotions when employees are battling excessive workload,
job stress, emotional fatigue, and turnover intention, all of which may eventually lead to burnout
(Ko & Choi, 2021). They also discovered a focus on the establishment of high-quality
connections among employees when they encountered positive leadership, compassionate care,
and compassionate deeds, emphasizing the role of strong leadership in the creation of positive
relationships among employees (Ko & Choi, 2021). Finally, they were also able to demonstrate
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that positive leadership greatly impacts organizational identification, which also implies that
when employees experience positive leadership, they have a higher likelihood of developing the
positive emotion of compassion, ultimately reducing the presentation of turnover in excellent
employees and promoting employees’ organizational identification (Ko & Choi, 2021).
High-Quality Connections and Relationships
High-quality relationships in the workplace begin with high-quality connections (Caillier,
2017; Knudson, 2020). High-quality relationships at work greatly satisfy the fundamental need
for belonging and social interconnectedness (Caillier, 2017; Knudson, 2020). Four characteristics
define high-quality relationships: (a) empowering both parties, (b) providing a sense of mutual
trust, (c) respecting each other, and (d) allowing each person to express their authentic self
(Knudson, 2020).
High-quality relationships are also linked to decreased stress, positive physical and
mental health, and decreased levels of depression and burnout (Knudson, 2020). High-quality
workplace relationships also provide the perception of having better social support, enhance
cognitive creativity and processes, boost work engagement, and promote increased job
satisfaction, resulting in less turnover in the workplace and quantifiable performance gains for
organizations (Knudson, 2020). Much of the workday consists of tasks being completed through
interactions with other employees and clients (Caillier, 2017; Knudson, 2020). Individuals are
more likely to perform at a higher level in work environments where they feel encouraged and
appreciated and have a sense of belonging (Knudson, 2020). Organizations where employees feel
that they do not matter (i.e., they are simply a number), are not supported, or do not belong, will
not perform as well (Knudson, 2020). Employees’ perceptions and feelings are primarily due to
the possibility of generating self-defeating behaviors such as detachment from work,
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procrastination, signs of depression, and burnout, which are also intensely related to the lack of
connection and social support in the workplace (Knudson, 2020).
Knudson (2020) suggested approaches and policies for organizations that encourage and
support high-quality connections and relationships, such as incorporating resilience training for
employees, including learning how to communicate effectively, listening, and building
relationships. She also mentioned that organizations need to examine their current practices,
policies, and culture to establish if the organization is negatively affecting healthy relationships
in the workplace and ensure that employees feel that they matter (Knudson, 2020). Moreover,
culture intersects with a tremendous role in influencing workplace relationships and employee
morale since it primarily affects shared beliefs, behaviors, values, social models, and group
customs and norms (Knudson, 2020).
Similarly, in a study regarding the influence of high-quality workplace connections in
public organizations, Caillier (2017) found high-quality relationships were positively related to
social influence. Furthermore, social influence was found to positively facilitate the relationship
between high-quality connections and commitment in the workplace, as well as the relationship
between high-quality workplace relationships and work tension and stress (Caillier, 2017).
Employees perform their jobs for a reason, and they rely primarily on the relationships at
work for collaboration, support, direction, and the resources of superiors and coworkers (Caillier,
2017). Caillier (2017) also examined the intersection of peer relationships, as they are valuable
and advantageous in organizations. For example, coworkers often provide their peers with
organizational and job-related knowledge required for career development and to perform their
jobs well, as well as with emotional support in times of need (Caillier, 2017). Peer relationships
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are also pivotal in workplace relationships as peers have been found to be more understanding
and beneficial than supervisors or managers (Caillier, 2017).
Caillier (2017) also examined organizational commitment as it relates to social impact
and relationships. Workplace relationships may affect commitment in organizations. For
example, when employees feel supported by their peers due to the high-quality connections they
developed at work, this social support creates attachment to the organization, rendering them
more likely to stay in their prospective positions (Caillier, 2017). In addition, according to social
exchange theory, positive workplace relationships lead to favorable results, such as devotion and
commitment (Caillier, 2017).
Positive Organizational Culture
One of the most important variables in determining how successful an organization will
be at managing job stress is its organizational culture, which also includes how problems are
predicted and resolved (Sahoo, 2016). Organizational and personal expenses of burnout have led
to requests and suggestions for numerous intervention strategies (Ko & Choi, 2021). Employees
can establish a positive organizational culture by being thoughtful, respectful, and understanding
and by expressing gratitude toward each other through compassion (Ko & Choi, 2021). Some
organizations have attempted to treat burnout after it transpires, while other organizations
concentrate on how to avoid burnout by fostering participation and engagement (Maslach &
Leiter, 2016). Intervention can occur on the level of the individual workgroup or the organization
as a whole; however, in general, the primary focus has been on individual approaches (Maslach
& Leiter, 2016).
Creating a compassionate culture within an organization can foster appreciation among
employees and create collective action for being aware, feeling, and responding to others’

34
feelings of suffering while also improving their well-being (Jit et al., 2017). Furthermore, such a
positive organizational culture may have a tremendous influence on employee growth and
development, satisfaction, participation, engagement, and commitment, resulting in
organizational accomplishment (Jit et al., 2017). Therefore, organizations are increasingly
concentrating on recruiting leaders who can assist the organization by exhibiting a positive
leadership style within their work (Jit et al., 2017). In addition, an organizational leader who has
a positive follower orientation is much more likely to have employees who are committed,
motivated, and emotionally balanced, which adds to the organization’s overall competitive
advantage (Jit et al., 2017).
To further drive home the point that positive leadership and culture are crucial in the
workplace, toxic leadership can have negative effects on an organization and the employees who
are managed and supervised by that leader. A toxic leader is defined and depicted by offensive,
disadvantageous, and insulting behaviors, such as humiliation, passive aggression, team
disruption, lack of compassion toward other employees, and interpersonal behavior that has a
negative impact on the organizational environment, as well as the perception that the leader is
gaining rank and power through the efforts of other employees (Williams, 2019). Williams
(2019) stated, “A toxic leader is not necessarily the stereotypical screamer but more often
appears to be a pleasant and talented individual who has subtle ways of degrading and exploiting
others for personal gain and takes pleasure in doing so” (p. 55). The pervasive and ubiquitous
costs linked with toxic and harmful leadership are staggering due to the fact that the actions tend
to fall short of obtaining legal action. Moreover, employees and organizations are permissive of
these behaviors and, unfortunately, endure this treatment for an extended amount of time. This is
usually not taken seriously until harmful and unfavorable results take place and create a crisis for

35
employees and the organization (Williams, 2019). Multiple types of counterproductive and
damaging actions in the workplace, such as impoliteness, bullying, intimidation, and abusive
management, to include toxic leadership, have been theoretically correlated with a myriad of
effects on employees and the organization, including reduced mental and physical health, high
employee turnover, decreased performance, burnout, absenteeism, and even suicide (Williams,
2019). A toxic leader has serious repercussions for the organization, and these repercussions
extend far beyond simply affecting the toxic leader (Williams, 2019). These effects continue
even when the leader resigns or is removed, unfortunately, indicating a now fundamental,
systemic, cultural, and structural disorder where the collective influence and result of toxic
leadership equates to substantial cost and lost time, resources, capital, and employees (Williams,
2019).
Psychological Safety and Psychological Capital
Psychological capital (PsyCap) is a concept out of Positive Organizational Behavior
(POB) and is hypothesized as a positive psychological condition of development, capturing
character traits and strengths such as optimism, hope, resilience, and a person’s efficiency and
ability (Luthans & Youssef-Morgan, 2017). Hope refers to the positive state where employees
are focused on achieving a particular objective, and in the pursuit of that objective, they can
devise a realistic plan for achievement, regardless of the myriad of possible outcomes they may
face (Vîrgă et al., 2020). Self-efficacy depicts an employee’s confidence in their ability to
complete a given task by taking necessary action and utilizing inspirational and cognitive
reserves (Vîrgă et al., 2020). Optimism refers to the expectation of a desired outcome (Vîrgă et
al., 2020). Finally, resilience is the adaptation to changes that encompasses a collection of
flexibility, acknowledgment of reality, and the view and awareness of life as being meaningful

36
(Vîrgă et al., 2020). PsyCap is increasingly utilized and revered in preserving employee wellbeing and, as a malleable concept, can be enhanced through organizational interventions (Vîrgă
et al., 2020).
In their study, Vîrgă et al. (2020) discovered an inverse association between PsyCap and
burnout in social workers, as well as a positive relationship between secondary traumatic stress
(STS) and burnout. PsyCap is found to be a protective measure and role against burnout and
STS, especially as it relates to the mitigation of stressful job demands (Vîrgă et al., 2020). High
levels of PsyCap act as a reservoir of energy and a barrier to stressful job demands and
vulnerability to occupational hazards (Vîrgă et al., 2020). Thus, PsyCap proves to be a consistent
personal resource that can be modeled for enhancing essential contributions to well-being and
acts as a practical solution for an intervention to reduce burnout and STS (Vîrgă et al., 2020).
Mindfulness
Mindfulness has a millennia-old history that has become deep-rooted in cultures,
organizations, and processes; therefore, over time, it has intersected and interacted with leaders,
employees, and team members (Gotink et al., 2016; Reb et al., 2019). Mindfulness is a
theoretical construct and is defined and characterized as a mental state that entails complete
awareness and attention of the present moment, internally and externally, without judgment
while remaining accepting and open to the current experience (Gotink et al., 2016; Gracia-Gracia
& Oliván-Blázquez, 2017). Being in the present moment allows individuals to disengage from
ruminating, which is a basic skill in the mindfulness practice (M. Kelly & Tyson, 2016). Many
studies have revealed that self-reported mindfulness in daily life is positively associated with
psychological and physical well-being while being negatively associated with psychological
symptoms and stress (Bowlin & Baer, 2012). The use of daily mindfulness skills may lead to
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improved psychological well-being in self-disciplined, motivated, and dedicated persons by
boosting a mindful attitude directed at internal experiences that are difficult to change without
significant negative consequences (Bowlin & Baer, 2012). The results of this same study show
that mindfulness, willpower, and self-control make considerable and meaningful contributions to
physical and psychological well-being (Bowlin & Baer, 2012). According to Kang et al. (2014),
mindfulness is not considered a single skill but a more involved set of cognitive skills that
function on multilevel preparation. They also claimed that all of mindfulness’s mechanisms had
a major impact on deautomatization, which they define as “a process in which one’s previously
established inclination to engage in maladaptive behaviors instinctively and effortlessly becomes
conscious and regulated” (Kang et al., 2014, p. 168). According to Kang et al. (2014),
mindfulness can lead to a reduction in automatic reasoning or judgment processing, an increase
in cognitive control, the development of metacognitive intuition and perception, and the
prevention of thought repression and misrepresentation. The authors also proposed that this
deautomatizing or enlightenment function of mindfulness helps to increase adaptive selfregulatory strategies and promote more positive and desirable health outcomes (Kang et al.,
2014).
Recent studies suggest that mindfulness, as a personal trait, may protect against burnout
(Taylor & Millear, 2016). The results regarding mindfulness are positive in reducing job burnout,
but it is not clear to what degree the findings on mindfulness could be directly applied to other
jobs, especially those with considerably diverse work-related demands (Fisher et al., 2017).
Fisher et al. (2017) found two interactions where mindfulness regulated the relationship between
work tasks and psychological and physical symptoms of stress on police officers (Fisher et al.,
2019). Mindfulness is a solution to well-being, sustainability, and compassion (King & Badham,
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2019). Teaching mindfulness to employees can promote and create positive cultures in
organizations based on awareness and clarity, where mindfulness allows people to promote
relationships, learn, and use emotional intelligence to be open, present, and engaged (Ehrlich,
2017). Mindfulness is suggested to be a personal trait and can be used as an intervention program
to include mediation, which can influence employee burnout (Taylor & Millear, 2016). Because
pain is experienced by humans across cultures, the purpose of mindfulness is to aid in relieving
that suffering; therefore, self-compassion and compassion are crucial aspects in achieving it
(Gracia-Gracia & Oliván- Blázquez, 2017). Because suffering is experienced by all individuals
across cultures, the goal of mindfulness is to help alleviate this suffering; thus, self-compassion
and compassion are essential components to achieving it. Horan and Taylor (2018) found that
incorporating self-compassion and mindfulness as an intervention aids employee well-being and
stress management. Similarly, to utilize and enhance mindfulness, employees are instructed and
guided to focus on breathing exercises and being aware and present in the moment (Jha, 2021).
It is imperative to differentiate mindfulness from meditation. Mindfulness is not
meditation in that it is something that you do; it is a psychological construct that differs greatly
from meditation (Pagnini & Langer, 2015). According to Pagnini and Langer (2015), “Unlike
meditation, mindfulness itself is not a technique or something that happens. Mindfulness is both
a trait and state construct, which refers to a specific ‘quality’ of being in the moment” (p. 365).
Mindfulness as a state is concerned with the quality of present mindfulness within a short period
of time, while trait mindfulness is concerned with the overall occurrence of mindfulness over
some time (Quaglia et al., 2016). Trait and state mindfulness are measured through self-report
questionnaires, and researchers concur that mindfulness training techniques can lead to increased
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levels of trait mindfulness, where individuals can vary in trait mindfulness due to socialization,
genetics, or other aspects (Quaglia et al., 2016).
There are multiple approaches to the implementation of mindfulness in organizations.
Third-generation therapies are mindfulness-based interventions that focus on changing our
relationship with our inner thoughts and experiences rather than on seeking to erase them
(Gracia-Gracia & Oliván-Blázquez, 2017). Some of the more widely utilized mindfulness-based
interventions originate from clinical psychology and medicine, which focus on reducing stress
(MBSR; Kabat-Zinn, 1990) and preventing depression (Segal & Teasdale, 2018). Developing
fields in positive psychology (Seligman & Csikszentmihalyi, 2000) and positive organizational
leadership (Cameron & Spritzer, 2011) focus on employee well-being, flourishing, and growth
within organizations. To reduce employee burnout and increase thriving in the workplace,
organizations must understand how mindfulness works and develop and implement mindfulness
training programs tailored to and for employees, leaders, and organizations (Reb et al., 2019).
Mindfulness has been examined and researched from different perspectives, such as
spiritual, religious, and first and third person, and studied as a practice to produce a sense of
meaning or purpose and to understand the current objective and goal (Atkinson & Wade, 2019;
Jha, 2021). Trait mindfulness is a long-lasting ability of an individual to recognize what they are
feeling and thinking, accept these feelings and thoughts without judgment, remain concentrated
in the present moment, and be mindful in day-to-day life (Jha, 2021). Mindfulness is experienced
when individuals comprehend and accept their present thoughts, feelings, sensations, and
experiences without judging or trying to control them. The state form of mindfulness indicates a
brief change in the state of mind, followed by a shift in daily activities. Mindfulness as a trait
aids and improves a variety of work-related results (Mesmer-Magnus et al., 2017). Mindfulness
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promotes focusing on the tasks at hand by constantly observing and checking the internal and
external work settings and environments (Chin et al., 2019). When employees are mindful, they
experience less anxiety, stress, and depression, and these individuals tend to alleviate burnout
situations before they affect them adversely or negatively (Kasper, 2018).
In contrast, despite over 40 years of research on the numerous psychological and
physiological benefits associated with various types of meditation and mindfulness practices,
there is a small but developing body of literature indicating that meditation and mindfulness may
also present adverse and unwanted effects (Cebolla et al., 2017; Lutkajtis, 2018). These adverse
effects have been overlooked by academic literature, possibly because meditation research is
focused mainly on short-term quantitative research that disregards the lived experience of
meditators and mindfulness practitioners (Cebolla et al., 2017; Lutkajtis, 2018). According to
Lutkajtis (2018), some of the proposed negative or adverse effects are depression, alienation, and
disorientation. The issue is particularly relevant giving the current popularity of nonreligious
meditation and mindfulness practices in a great variety of nontraditional settings including
education, the workplace, and therapy treatment and rehabilitation (Cebolla et al., 2017;
Lutkajtis, 2018). Adverse effects of meditation and mindfulness have been underreported
because the practice of Western meditation and mindfulness in modern contemporary society
operates with the goal of symptom relief and personal transformation rather than enlightenment,
thus leading to the assumption that these practices are beneficial for everyone (Cebolla et al.,
2017; Lutkajtis, 2018).
For example, a more common explanation for these adverse effects lies in the presence of
psychological discomfort that occurs from the therapeutic process (Cebolla et al., 2017;
Lutkajtis, 2018). As meditation or mindfulness practice is presented as a harmless relaxation
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technique, practitioners may be afraid to speak up regarding their difficulties with practice when
they realize that this is not relaxing but instead arousing. Research studies tend to focus only on
the relaxing effect of meditation and mindfulness, ignoring other areas of the phenomenological
experience, which may include these adverse effects (Cebolla et al., 2017; Lutkajtis, 2018).
Modern-day meditation practitioners who have applied meditation in a clinical setting,
such as Kabat-Zinn, tend to examine meditation and mindfulness practice as purely secular due
to its tendency toward clinical goals and interventions such as the alleviation of chronic pain
(Cebolla et al., 2017; Lutkajtis, 2018). There are a few reasons that meditation and mindfulness
practices may have been viewed as a secular practice and process: (a) Meditation and
mindfulness have been overly positively viewed by Western psychologists as many professional
practitioners are meditation practitioners who have received benefits from their practice, (b)
meditation and mindfulness have to do with one’s sense of self, and lastly, (c) Western and
Eastern cultures differ in their definitions of the concept of suffering, which may contribute to
overlooking and underreporting other adverse effects of meditation and mindfulness in secular
therapeutic contexts (Cebolla et al., 2017; Lutkajtis, 2018).
Differences in Eastern and Western Mindfulness
Culturally, it is vital to recognize the differences between Western and Eastern
mindfulness. A common way to distinguish between the two cultures is the individualist versus
collectivist view: Western cultures tend to view each person individually and independently of
other individuals and value individuality, whereas Eastern cultures tend to group persons
together and value the collective group (Martin, 2018). Other differences are outlined in the
article by Hart et al. (2017), who postulated that these two schools of thought appear to diverge
along several lines, such as the attitudes, beliefs, and ideas upon which they draw; the
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components of mindfulness; their objectives; the target of mindful consciousness; theoretical
scope; conceptual focus; measurement tools; target populations and settings; the interventions
they utilize to stimulate mindfulness; the methods and procedures underlying their interventions;
and the results of their interventions. Cultural differences are an essential distinction to consider
when implementing mindfulness practices into the workplace to mitigate burnout since diversity
and inclusion are also facets of a healthy workplace.
The Eastern concept of mindfulness (or sati, meaning awareness) emerged in India
during Buddha’s time, and the goal of practicing mindfulness was to reduce mental suffering
(Carmody, 2014). Over time the word mindfulness went through many adaptations as Buddhism
spread through other parts of the world, and different traditions have understood the construct
according to original texts (Carmody, 2014). The approach, which has been broadly detailed and
studied by Langer, is likely the most deviated separation from that of the Eastern way of practice,
which tends to concentrate on the lived endpoint or purpose of mindfulness (Carmody, 2014).
Mindfulness is conceptualized by taking in the environmental stimuli in a very mechanical and
uncompromising way, where cognition leans on intended environments resolved by mechanical
classifications no longer purposefully accessible for application (Carmody, 2014). However,
choosing to access situations with interest and intellectual resilience discovers their newness,
thus rendering us to the present moment and leaving us free to novel information (Carmody,
2014). This mindful outlook increases imagination and effective behavior acknowledgment to
situations and dilemmas (Carmody, 2014). Both Eastern and Western attitudes of mindfulness
believe that our experience of the world is formed according to how we view and understand it
(Carmody, 2014). While Eastern and Western techniques in mindfulness courses and procedures
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seem to differ in their comprehension of the construct, education and instruction in mindfulness
and meditation produce an increase in well-being (Carmody, 2014).
Mindfulness in the Military
The topics of mindfulness and the ability to monitor one’s present feelings are developing
within the research of organizational behavior at the individual and team levels, including use in
the military (Beatty, 2020). The Canadian Armed Forces (CAF) incorporated mindfulness to
serve multiple purposes: (a) to increase soldier resiliency and motivation during operations by
increasing positive emotions, (b) to accept leadership quality for CAF employees, (c) to manage
stress, (d) to improve job performance, and (e) to improve working memory (Beatty, 2020). The
CAF is still examining how mindfulness can be guided and coached while focusing on
adaptability to challenging schedules and procedures and strategic application at the
organizational level. Mindfulness is personally focused on improving employee well-being
(Beatty, 2020). Dr. Jha, a neuroscientist at the University of Miami, discovered that mindfulness
training significantly decreased the degradation of working memory in soldiers after exposure to
long intervals of stress (Beatty, 2020). Mindfulness has many benefits for CAF leaders by
reducing stress and increasing focus and offers psychological and emotional well-being for
leaders, which also benefits employees as the leader’s attention is more appropriately focused on
decision-making (Beatty, 2020). Leading by example through the practice of mindfulness has a
strong effect on the perception of soldiers believing in the practice, and the practice of
mindfulness will benefit military employees best if it is understood as a common procedure or
protocol similar to physical training (Beatty, 2020). Implementing mindfulness into the military
lifestyle is a positive move in the right direction, especially a training program for senior
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leadership to mitigate the presence of burnout and to assist with work–life balance (Beatty,
2020).
Similarly, Boe and Hagen (2015) found that it is vital for military officers to manage the
body and brain to perform well in demanding situations, in which the practice of mindfulness is
useful and beneficial. Because officers and soldiers regularly experience mental and physical
distress in places of conflict, mindfulness can be used as a transferable skill to help them prepare
mentally for difficult and stressful situations (Boe & Hagen, 2015). In the Norwegian Military
Academy (NMA), preparation and education consist of learning how to manage stress in a
multitude of challenging scenarios and situations (Boe & Hagen, 2015). In their study, Boe and
Hagen (2015) found that paratroopers practicing mindfulness before a parachute jump yielded
that mindfulness training did have an effect on and decreased their awareness of stress during
such an anxiety- and stress-producing scenario. Furthermore, after mindfulness ground training
4.5 hours prior to the first parachute jump, the experimental group had a higher self-confidence
rating, indicating that mindfulness training assisted in decreasing the perception of stress during
an anxiety- and stress-producing situation (Boe & Hagen, 2015). Overall, these results exhibited
a consistent and substantial difference in perception of stress by paratroopers in the experimental
and control groups of the study (Boe & Hagen, 2015).
Resilience
Burnout can occur from factors such as intensity and concentration of workload with
little support, and many workers in the helping professions struggle with this issue (LeMoine et
al., 2020). Professional resilience addresses the individual’s professional ability to thrive even in
difficult and highly demanding situations, and the construct of resilience is rooted in the ability
to comprehend that everyone will experience hardships and barriers to well-being (LeMoine et
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al., 2020). Resilience is defined as the capability to recuperate from adversity, and it helps an
individual return to a perception of well-being regardless of what may happen, which includes
adjusting to and incorporating one’s experiences (LeMoine et al., 2020). Various factors can
impact resiliency. For example, personal strengths and the number of protective factors in one’s
life are fundamental in resilience (LeMoine et al., 2020). In addition, mindfulness and other
health and well-being practices can aid in combining experiences and healthy brain functioning
and in creating strong social relationships, which are crucial in an individual’s support system
(LeMoine et al., 2020). Environmental factors in communities and one’s work also can impact
well-being and the ability to have resilience (LeMoine et al., 2020). For example, if someone
persistently has to navigate within a pleading system rather than a supportive one, it is
challenging to be resilient and feel well (LeMoine et al., 2020). This conundrum when working
in underresourced and overburdened systems and communities can undoubtedly lead to feeling
responsible for the struggles outside of one’s control, creating anxiety (LeMoine et al., 2020).
Many provocative questions about burnout are being researched and explored worldwide;
however, the biggest question is, “What is the best way to decrease burnout in terms of
management and prevention?” (Kennedy & Venkatakrishnan, 2020). What we are seeing is that
burnout is increasing, thus warranting an increasing awareness of the need for resilience in the
workplace, which, in turn, will foster and encourage a sustainable culture of conscious learning,
cooperation among members, and purpose-oriented innovation (Kennedy & Venkatakrishnan,
2020). Also, resilience is a human attribute that helps employees endure failure and sustains their
efforts for improvement, and it is one of the methods through which mindfulness can prevent
burnout (Asheghi & Hashemi, 2019).
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In May 2019, the World Health Organization (WHO) classified burnout in the 11th
Revision of the International Classification of Diseases-11 (ICD-11) as an occupational
syndrome, characterizing it as “feelings of the energy depletion or exhaustion, and increased
mental distance from one’s job” (Kennedy & Venkatakrishnan, 2020, p. 1019). Therefore,
employees need to learn how to manage their energy and achieve the productivity they desire by
focusing on promoting resilience (Kennedy & Venkatakrishnan, 2020). Resilience is a
fundamental skill for employees who work in unstable, unpredictable, and uncertain work
environments, and employees who are resilient are less likely to disengage from their work
(Kennedy & Venkatakrishnan, 2020). In the presence of resilience, rather than complain about
modifications and challenges, employees manage both and continue to develop their occupations
and explore opportunities to make positive contributions to their organizations, turning to their
more significant sense of purpose and giving way to resilience as an essential competency that
organizations should stress and highlight for enhanced efficiency and engagement (Kennedy &
Venkatakrishnan, 2020). Organizations as a whole and leaders of teams should propel
development preparation that encourages employees to recharge and be proactive in their
occupations (Kennedy & Venkatakrishnan, 2020). Leaders can mindfully focus on improving
resiliency in the workplace as a core competency of aptitude management, and organizational
culture can be significantly vital to promote innovation, efficacy, and productivity in the
prospective organization (Kennedy & Venkatakrishnan, 2020).
In helping professionals at work, one beneficial outcome of practicing mindfulness is an
increased capacity to be responsive and reflective rather than reactive in relationships and
interactions. Mindfulness is a practice of being intentionally present and centered in the moment.
The greater the regularity of practicing mindfulness, the more significant the results. Mindfulness
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is an essential aspect in the related concepts of well-being, resilience, and trauma-informed care
because it is a specific tool that helps to enhance emotional regulation and coregulation, the
ability to reflect on behavior, and the fundamental development of self-awareness (LeMoine et
al., 2020).
Self-compassion is another component of well-being and is related to mindfulness and
resilience. Individuals must recognize when they are judging or being harsh with themselves.
When professionals become still and pay attention to their thoughts and to what they are telling
themselves, they become aware of the different ways they are harsh internally, and the inner
critic may become more apparent. Research on self-compassion has discovered that selfcompassionate individuals tend to be better able to recognize faults and make connections and
have fewer distractions from negative emotions. Self-compassionate people are more effective in
the work they do. Self-compassion shifts the focus from self to other and leads to warm
connectedness (LeMoine et al., 2020).
During the current global health crisis, it is also worth mentioning that working through a
global pandemic has undoubtedly brought unprecedented challenges at home and work. It is easy
to get quiet in overidentification, judgment, and isolation; however, there are tools to help turn to
the emotional and psychological upheaval brought about by the unsettling changes of the
pandemic. Doing so allows one to choose mindfulness, practice self-compassion, and find a
connection in the challenging, hard work that they do (LeMoine et al., 2020).
Building Resilience Through Yoga
Mental health illnesses and burnout rates continue to increase internationally (Alvarez et
al., 2020). While women are more likely to be diagnosed with burnout, men are progressively
being diagnosed at a rapid rate (Alvarez et al., 2020). In addition, high economic costs due to
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burnout affect individuals, the health care system, and organizations (Alvarez et al., 2020). In
recent years, therapeutic yoga has grown in popularity in the West as a method of developing
and maintaining mental, emotional, and physical well-being (Alvarez et al., 2020). The use of
therapeutic yoga is on the rise to enhance and maintain emotional, mental, physical, and mental
well-being and overall health (Alvarez et al., 2020).
The Yoga of Stress Resilience program, designed and created by a primary care
physician, combined and incorporated yoga and psychotherapeutic techniques as tools to better
cope with stress, resulting in improved mental health and decreased burnout in Canadian adults
(Alvarez et al., 2020). Classes emphasize gentle breathing and mindful yoga postures (asana)
along with breathing practices (pranayama) to prepare the body for compassion-based meditation
(metta), and each class includes a discussion on how to build stress resilience and how to reduce
and alleviate burnout (Alvarez et al., 2020). The purpose of the yoga stress resilience program
was designed to understand the fundamental constructs of yoga mindfulness, compassion
recognition, and acceptance (Alvarez et al., 2020). The main constructs can help individuals
transform themselves by increasing consciousness; learning how stress affects the body and how
it manifests in negative, mental, and physical symptoms; how to manage challenging emotions
that may promote and influence stress; how to interact with complex individuals and difficult
relationships; and how to strengthen ways to develop resilience against stressful situations
(Alvarez et al., 2020). The constructs also explain the effects it has on job performance and wellbeing, the function of self-compassion in reaction to stress, and the significance of being kind
and caring toward ourselves to decrease accrued stress (Alvarez et al., 2020).
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Conclusion
While burnout continues to affect many employees, mindfulness seems to play an
essential role in reducing burnout. Due to lack of research, I investigated the relationship
between burnout and mindfulness in government employees. I also examined how mindfulness
relates to positive psychology and how different facets of positive psychology, such as resilience,
high-quality connections, psychological safety, and organizational culture, play a role in
government employee burnout, as these are key areas of the literature review that inform this
study and its implications in these areas. Finally, this quantitative study provides valuable
information to existing organizational leaders.
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Chapter 3: Research Method
Individuals can become emotionally exhausted from chronic stress, which can lead to
burnout (Maslach et al., 1998). Burnout in the workplace is one of the most researched topics in
terms of individual and organizational well-being (Steffens et al., 2018). Organizations spend
billions of dollars each year to reduce employee stress and burnout, as well as gender inequity
and high turnover rates (King & Badham, 2019). According to recent studies, mindfulness as a
personal trait may defend against burnout and is seen as a solution to well-being, stability, and
compassion (King & Badham, 2019; Taylor & Millear, 2016). The favorable effects of
mindfulness in influencing well-being, resilience, job-related results, and stress reduction are all
being studied further (Kemper & Khirallah, 2015; Lomas et al., 2017; Schussler et al., 2018).
Workplaces with mindful cultures are more productive because employees are more alert, and
mindfulness allows people to build relationships and learn while also using emotional
intelligence to be present in the moment and engaged (Ehrlich, 2017).
With a plethora of information on employee burnout, a correlation between mindfulness
and employee burnout appears to exist among government employees. The objective of this
quantitative correlational study is to better understand the connection between mindfulness and
burnout in government employees. In this study, I examined the connection between burnout and
mindfulness in government employees.
This chapter describes the research methods and data assessment and analysis to explore
the relationship between burnout and mindfulness. I describe the research design and
methodology in the first sections, followed by the sample population and a description of the
instruments and methods used for data collection and analysis. The later sections discuss the
ethical considerations, assumptions, limitations, and delimitations related to this specific study.
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The specific research question was as follows:
RQ1: To what extent is there a correlation between burnout and mindfulness in
government employees?
H10: There is no relationship between burnout and mindfulness in government
employees.
H1A: There is a relationship between burnout and mindfulness in government employees.
Research Method and Design
The research design utilized for this study was a quantitative correlational analysis. This
approach was selected to examine the relationship between mindfulness and burnout in
government employees. Through this quantitative analysis, I examined the relationships between
the variables objectively rather than subjectively. A quantitative design was best for this study
because I used the data to predict a relationship among known variables, while qualitative data
involves the interpretation of interviews, opinions, and experiences to identify themes, which
was not a good fit for this study (Curtis et al., 2016; Onwuegbuzie et al., 2009). In quantitative
research, using surveys allows researchers to gather a wide range of data from a larger sample, as
well as generalize and uncover patterns from the broader sample or population (Leavy, 2017).
Pre-existing surveys such as the MBI-GS and the PHLMS are common in psychology (Vogt et
al., 2014). The positivist philosophy, which originated in the natural sciences, has guided
quantitative research in the past (Leavy, 2017). This tradition assumes that reality exists
independently of the study process and can be assessed using the scientific method’s objective
application, which can be confirmed and proven (Leavy, 2017). Also, when describing the
intensity and direction of a relationship between two variables, such as mindfulness and burnout
in government employees, a quantitative correlational method is most appropriate.
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Furthermore, another reason for choosing a correlational study is that the independent
variable cannot be manipulated, and it can be used to establish the validity and reliability of
measurements utilized (Jhangiani et al., 2019). A nonexperimental design is the most common
classification for correlational investigations and has low internal validity due to variables not
being manipulated. Since the researcher does not manipulate the variables, the results would
most likely reveal relationships that occur in the real world (Jhangiani et al., 2019; Pajo, 2017).
A correlational study is also used when a researcher wants to confirm test reliability to describe
relationships, analyze research questions, and predict relationships between variables (Pajo,
2017). A quantitative design allows for the investigation regarding the relationship between
mindfulness and burnout in government employees by measuring the hypotheses of the variables
using the selected objective instruments. In conclusion, a quantitative correlational study was
most suitable given the research question discussed in this paper.
Population
Burnout in the workplace is a pervasive problem; however, there is little knowledge
about burnout among government employees. This study focused on the specific population of
full-time government employees of all levels. Full-time employees experience more work–life
conflict and stress than part-time employees. Workers should be partially included in their job
duties, according to Chambel et al. (2016); nevertheless, employees who work part-time are not
as included as full-time employees, and they have more resources when responding to the
demands of their tasks and roles. According to Chambel et al. (2016), workers should be only
partially included in their job roles; nevertheless, part-time employees are less included than fulltime employees and have more resources available to respond to the demands of their work and
other roles than full-time employees. Most of the time, when part-time employees report a
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favorable work–life balance, it is because they are less committed at work, have fewer
organizational demands, and are more flexible (Chambel et al., 2016). When it comes to fulltime employees, the association between their perceptions of expectations and work–life conflict
was stronger than that of part-time employees (Chambel et al., 2016). I chose to focus on fulltime employees since they seem to have a higher impression of demands and work–life conflict.
Study Sample
As part of research, social media offers a unique way for researchers to generate and
present new information (Rogers, 2019). LinkedIn is a professional, business, and social
networking site that allows an individual to network with others based on specific interests
(Rogers, 2019). I chose LinkedIn as my pool of participants because it is clearly the most careerfocused of the different online platforms, such as Twitter and Facebook. LinkedIn also appears to
have a higher percentage of members with a higher degree of education and, hence, more
individuals working in corporate and government settings. Sampling for this research study
consisted of the snowball sampling method through social media, specifically LinkedIn, to
recruit the target population of 84 full-time government employees of all levels in the United
States to participate in taking the surveys, which were managed through Qualtrics . The targeted
population was drawn from government facilities within the United States.
The recruiting process included posting the purpose of the study on LinkedIn with a link
to the consent to participate (see Appendix B). Participants were asked to review the electronic
informed consent and begin the online survey if all requirements were met. The informed
consent addressed the study’s purpose, participants’ expectations, eligibility criteria, and risks
and benefits associated with the study.
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Instruments
The instruments utilized in this study were the 16-item MBI-GS (Maslach & Jackson,
1981; Maslach et al., 1998) and the PHLMS, consisting of 20-items (Cardaciotto et al., 2008).
Permission was obtained to use the two survey instruments for this study (see Appendices C and
D). A demographics section included age, gender, education, relationship status, job tenure, and
ethnicity/race.
Maslach Burnout Inventory–General Survey (MBI-GS)
The Maslach Burnout Inventory (MBI) evaluates the three elements of burnout:
emotional fatigue, depersonalization, and reduced personal accomplishment, in which the
internal reliability (Cronbach’s alpha) generated coefficients of 0.83 for frequency and 0.84 for
intensity of the 22-item measure (Maslach & Jackson, 1981; Maslach et al., 1998). The level of
measurement for the MBI-GS is ordinal. The 22-item measure uses a 7-point Likert scale to
measure the three subscales of emotional fatigue, depersonalization, and reduced personal
accomplishment. The emotional fatigue subscale consists of nine items and is scored on a 7-point
Likert scale (0 = never to 6 = every day) to evaluate feelings of being emotionally depleted by an
employee’s work (Maslach et al., 1998). The depersonalization subscale contains five items and
is scored on a 7-point Likert scale (0 = never to 6 = every day) that measure the impersonal
response of one’s efforts and service (Maslach & Jackson, 1981). The combined scales of
emotional fatigue and depersonalization mean scores correspond to a greater degree of burnout
experienced by employees (Maslach et al., 1998). The personal accomplishment subscale
includes eight items and is also scored on 7-point Likert scale (0 = never to 6 = every day) that
evaluates feelings and emotions of success and competence in one’s work. A lower score in this
subscale is related to a higher degree of burnout experienced (Maslach et al., 1998). Each scale is
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calculated individually. The reliability coefficient for emotional fatigue is .90, for
depersonalization .79, and for personal accomplishment, .71 (Maslach et al., 1998). The standard
error for measurement for emotional exhaustion is 3.80; depersonalization, 3.16; and personal
accomplishment, 3.73 (Maslach et al., 1998).
Within the MBI, convergent validity was exhibited in multiple ways (Maslach et al.,
1998). First, the participant’s MBI scores were correlated with behavioral ratings reported by an
individual, such as a colleague or spouse, who knew the participant very well (Maslach et al.,
1998). Second, MBI scores were associated with particular job characteristics expected to add to
the presence of experienced burnout. Lastly, MBI scores were linked with measures of several
burnout-related consequences that had previously been proposed (Maslach et al., 1998). The
MBI scale sample was pulled from a wide range of employees in the human service professions
in the United States (Maslach & Jackson, 1981). The proportions of women and men were
comparatively equal (46% male and 54% female), as were the proportions of married (40%)
versus unmarried (60%) subjects (Maslach & Jackson, 1981). The respondents’ age span was
between 18 and 70 years old, with 89% being Caucasian and 67% having completed college
(Maslach & Jackson, 1981).
Out of the five MBI scales—MBI-HSS (MP) for medical staff, MBI-HSS for social
services workers, MBI-ES for instructors, MBI-GS for general use, and MBI-GS (S) for
students—the MBI-GS was selected for this study because it includes a more diverse group of
people (Maslach et al., 1998). The MBI-GS is similar to the MBI, except that the MBI-GS
focuses on job performance and a person’s relationship with their work (Maslach et al., 1998).
The MBI-GS contains 16 items and includes three subscales: exhaustion, cynicism, and
professional efficacy. A major difference between the MBI and MBI-GS is that
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depersonalization in the MBI scale is replaced with cynicism in MBI-GS, as cynicism refers to
one’s relationship with work and not the relationship with others at work (Maslach et al., 1998).
Philadelphia Mindfulness Scale (PHLMS)
There are many mindfulness scales; however, for this study, the PHLMS was selected for
its focus on the awareness and acceptance of behavioral components of mindfulness (Cardaciotto
et al., 2008). The PHLMS measure is intended for individuals who experience mindfulness
without prior meditation and to evaluate acceptance from a continuous awareness as a part of the
heart of the concept of mindfulness (Cardaciotto et al., 2008). The PHLMS acceptance and
awareness scales consist of a 20-item questionnaire, and the scales are not correlated to one
another (Cardaciotto et al., 2008). Each component is scored on a 5-point Likert scale (0 = never
to 4 = very often). The level of measurement for the PHLMS is ordinal. Because the acceptance
and awareness scales have no relationship, no total score is calculated (Cardaciotto et al., 2008).
Through their findings, the PHLMS may be a preferred scale compared to the Five Facet
Mindfulness Questionnaire (FFMQ), Toronto Mindfulness Scale (TMS), and Langer
Mindfulness Scale (LMS) for assessing mindfulness when looking at distinct constructs instead
of a global construct (Cardaciotto et al., 2008). The PHLMS is also based on Kabat-Zinn’s
mindfulness model as nonjudgmental awareness, and this scale emphasizes reducing stress in
individuals (Quaglia et al., 2016). Cronbach’s alpha for awareness ranges from 0.75 to 0.86, and
for acceptance the range is 0.75 to 0.91 (Park et al., 2013).
Data Collection and Analysis Procedures
The purpose of this correlational study was to examine the relationship between
government employee burnout and mindfulness. Utilizing the snowball sampling method, my
goal was to recruit 84 participants (by social media through LinkedIn) determined by an a priori
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power analysis using G*Power analysis required to achieve a statistical alpha power of .80 and
alpha level of .05. I collected data from December 20, 2021, to January 25, 2022, after obtaining
ACU IRB approval (see Appendix A), resulting in 100 participants. Data collection was
administered through Qualtrics, and data analysis was performed and completed through SPSS
28 (Salkind, 2016). Pearson r correlations were performed for correlational relationships
between the variables. Following the collection of data and before running the Pearson r
correlations, the data must meet four assumptions for the Pearson r correlations to yield valid
results.
Assumption 1 states that the two variables should be assessed at the interval or ratio
(continuous) level; however, ordinal Likert-like data are also treated as continuous. When
assessing Likert-like scale responses, parametric tests are powerful enough to produce unbiased
responses that are acceptably close to the true answer (Norman, 2010). Parametric tests can be
utilized to interpret Likert scale results (Sullivan & Artino, 2013). According to Glass, if the
scale points are four to eight items, the F ratio can be utilized to undertake a priori testing of
selected Likert response format items at the item level without losing statistical power by
utilizing nonparametric statistical tests to analyze Likert-like scale data (Carifio & Perla, 2007).
Assumption 2 states that the two variables have a linear relationship, and a scatterplot can
be used to determine whether the relationship is linear. If the relationship is not linear, a
nonparametric equivalent to the Pearson r correlation, such as the Spearman correlation, can be
used using SPSS statistics.
Assumption 3 states that there should be no significant outliers. To determine if there
were any outliers, the box and whisker plots were utilized.
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Lastly, Assumption 4 states that variables should be approximately normally distributed.
The Shapiro–Wilks test was utilized to determine normality.
Ethical Considerations
The ethical considerations within this study lie in the areas of informed consent, respect
for anonymity, confidentiality, privacy, and beneficence. As technology improvements enable
researchers to grow and reidentify anonymous data, anonymization, a frequent compromise of
data to protect privacy while still allowing data access, is becoming less and less possible
(Pritchard, 2021). The demographic information and online surveys on burnout and mindfulness
that were collected, allowed participants to remain anonymous. Within the method of data
collection, the informed consent document was thoroughly addressed, and all participants were
asked to conscientiously read, review, and electronically agree to the online informed consent
document. Participants were also informed that their participation was entirely voluntary and that
they could opt out of the surveys at any time and for any reason. It is also noted that they could
take a break from the survey for any reason and return at a later date to complete it if needed.
Beneficence is the essence of not doing or creating any harm (including physical,
psychological, social, economic, or legal) to the participants during their participation while
maximizing the potential benefits of the study (Pritchard, 2021). The second principle of the
Belmont Report is beneficence, which states that all social actions should contribute to the
accomplishment of an improved and unbiased society (Aznar, 2020; Pritchard, 2021). This
quantitative correlational study is considered social science research. Because this study was not
built on an experimental design, and thus the participants were not subjected to an intervention
plan, the nonexperimental design posed significantly fewer risks than typically related to social
science research, such as social or psychological irritation. Participants also did not have any

59
direct interaction with me, leaving the risk of conflict of interest very minimal. The study
population, government employees, is not considered susceptible or in need of protection in
social science studies or research. Having minimal risks is expected in any study. Participants
may experience some psychological irritation or inconvenience when completing the surveys on
mindfulness and burnout. However, participants can complete the surveys online and in the
comfort of their chosen environment. Both surveys average about 15 to 20 minutes to complete.
To preserve confidentiality, participants’ names, email addresses, and the names of the
organizations where they work, collected for the surveys, were not retained. The survey included
demographic questions; however, participants were informed that they were not required to
answer any questions that they found uncomfortable or that made them feel as if they might be
identifiable. While it is difficult to give full protection on anonymity and privacy cannot be
completely guaranteed, I implemented protection to reduce this issue. Participants’ IP addresses
were not saved via the Qualtrics link, and as previously stated, demographic questions were not
mandated due to participants’ fear of being identified. Therefore, they could choose not to
disclose this information. To protect anonymity, Qualtrics also gave each participant a random
number. Data from Qualtrics were exported and downloaded in an Excel file format to a personal
laptop that was password protected. Data were uploaded to SPSS 28 for analysis. The data file
will be maintained for 7 years after the conclusion of the dissertation study and then completely
and permanently erased from the computer’s hard drive.
Institutional Review Board approval (IRB #21-194) was obtained from Abilene Christian
University before conducting the study. The data collected were deidentified before analysis to
secure the identity and private information of the participants. For this study, common ethical
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concerns associated with human research were considered and addressed. There were no
conflicts of interest as a researcher for this study.
Assumptions
I assumed that the social media site where I recruited participants would include
applicable, relevant, and up-to-date information about potential participants. I also assumed that
the participants who participated would answer honestly when choosing the inclusion criteria and
would also be sincere when answering to each question of the surveys and demographic section.
I assumed that I could recruit enough participants using social media, specifically LinkedIn. I
assumed that the participants read the informed consent entirely to understand their rights to
withdraw at any time and that precautions were taken to assure confidentiality, anonymity, and
privacy. Therefore, I assumed I was able convince them of complete anonymity. I also assumed
that participants understood each statement or question and that the information disclosed was
authentic. Lastly, I also assumed that the recruited participants reflected the targeted population
of full-time government employees in the United States.
Limitations
In this quantitative correlational design with snowball sampling, there were some
limitations. By definition, limitations are certain aspects of a study that may have a negative
impact on the results and that a researcher has no control over (Roberts, 2014). Because of the
narrow scope of the participants (only full-time government employees), the results were not
generalizable to the general population. There was an inherent risk in employing self-report
measures, and the study could have been strengthened by adopting a mixed-methods design that
included qualitative data collecting, such as interviews and observations. There was also a
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concern that from a social desirability standpoint, participants might have chosen their responses
despite measures that were taken to establish and protect anonymity, privacy, and confidentiality.
Delimitations
There were delimitations for this study. While a researcher has no control over
limitations, they do have control over delimitations, which are boundaries of what is included
and what is left out (Mauch & Birch, 1993; Roberts, 2014). First, the choice to recruit only fulltime government employees prevented the data collected from being generalizable to the general
population of the workforce. Choosing to use only government organizations within the United
States also excluded government employees of other nations who could have provided more data
across cultural differences. While burnout and mindfulness are measured in different ways, I
chose Maslach’s MBI-GS scale because it is the most common scale used by researchers for
burnout and the PHLMS scale because it is the only scale that measures acceptance and
awareness independently.
Summary
In summary, this research design included a quantitative correlational study using a
snowball sampling method of full-time government employees of all levels in the United States.
The participants were asked to complete two measures after meeting the eligibility requirements
and giving their informed consent: the MBI-GS (Maslach et al., 1998) and the PHLMS
(Cardaciotto et al., 2008). To examine the association between mindfulness and burnout in fulltime government employees in the United States, SPSS 28 was utilized for statistical analysis
and descriptive and inferential analyses. The research methodology and design efficiently and
ethically addressed the research topic, taking into account ethical issues, assumptions,
delimitations, and limitations. Identifiable information was not collected; therefore, anonymity
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and confidentiality were protected. This chapter includes variable definitions and demographic
information. In this study, I explored the relationship between mindfulness and burnout and
intended to bridge the gap in the literature on these two concepts as they relate to full-time
government employees in the United States.
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Chapter 4: Results
The purpose of this quantitative correlational study was to better understand the
relationship between mindfulness and burnout in government employees. This chapter presents
the quantitative results of the correlational analysis. Prior to analysis, composite scores were
calculated for the mindfulness subscales of awareness and acceptance and the burnout subscales
of exhaustion, cynicism, and professional efficacy, according to the MBI-GS and PHLMS
instruments. Frequencies and percentages were computed for the demographic questions of age,
education, ethnicity, gender, relationship status, and tenure, and the means and standard
deviations were calculated for each of the five subscale variables.
Descriptive Statistics
Frequencies and percentages were calculated for demographic questions of age,
education, ethnicity, gender, relationship status, and tenure. For Question 2, participants were
asked for their age, and the most frequently observed response was 39–48 years of age (n = 27,
27%). For Question 3, participants were asked for their highest level of education, and the most
frequently observed category was a bachelor’s degree in college (n = 37, 37%). For Question 4,
participants were asked about their ethnicity, and the most frequently observed response was
White (n = 82, 82%). Question 5 asked participants about their gender identity. For this question,
the most frequently observed category was female (n = 52, 52%). For Question 6, participants
were asked about relationship status and the most frequently observed response was
married/domestic partnership (n = 61, 61%). Finally, for Question 7 participants were asked how
long they had been working for their government job. For this question, the most frequently
observed response was 1–6 years (n = 50, 50%). Frequencies and percentages are presented in
Table 1.
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Table 1
Frequency of Nominal Variables
Variable
Age
18–28 years of age
29–38 years of age
39–48 years of age
49–58 years of age
59–69 years of age
Education
High school graduate (high school diploma or equivalent including GED)
Some college but no degree
Associate degree in college (2-year)
Bachelor’s degree in college (4-year)
Master’s degree
Doctoral degree
Ethnicity
White
African American
Asian/Asian American
Hispanic/Latino
Other
Prefer not to say
Gender
Male
Female
Prefer not to disclose
Relationship Status
Single/never married
Married/domestic partnership
Divorced
Prefer not to disclose
Years at government
1–6 years
7–12 years
13–18 years
19–24 years
25–30 years
31–36 years
37–42 years

n

%

12
20
27
21
20

12
20
27
21
20

7
19
10
37
21
6

7
19
10
37
21
6

82
7
3
2
3
3

82
7
3
2
3
3

47
52
1

47
52
1

25
61
11
3

25
61
11
3

50
13
11
11
9
4
2

50
13
11
11
9
4
2
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In addition to calculating frequencies on the demographic data, means and standard
deviations were calculated for the mindfulness subscales of acceptance and awareness, and the
burnout subscales of exhaustion, professional efficacy, and cynicism. For the burnout subscales,
higher exhaustion scores indicated a higher degree of burnout. The exhaustion score had a mean
score of 20.14 (SD = 8.86). Lower scores in professional efficacy also indicated higher levels of
burnout. For this study, professional efficacy had a mean score of 34.61 (SD = 7.06). Based on
the Maslach scale, the lowest possible score for each subscale is 0 if the answer is never, and the
highest possible score for each subscale is 6 if the answer is every day. Finally, higher scores in
cynicism indicate higher degrees of burnout. Cynicism had a mean score of 17.73 (SD = 7.83).
For the mindfulness subscales, acceptance had an average score of 30.11 (SD = 7.44).
Additionally, awareness had a mean score of 37.78 (SD = 5.63). See Table 2 for the descriptive
statistics for the five subscales.
Table 2
Means and Standard Deviations for Mindfulness and Burnout Subscales
Variables

M

SD

Exhaustion

20.14

8.86

Professional efficacy

34.61

7.06

Cynicism

17.73

7.83

Acceptance

30.11

7.44

Awareness

37.78

5.63
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Reliability
Cronbach’s alpha coefficients were calculated for the mindfulness scale, consisting of
awareness and acceptance. Additionally, a coefficient was calculated for the burnout scale,
consisting of exhaustion, professional efficacy, and cynicism. Cronbach’s alpha for the burnout
subscale of exhaustion had a coefficient of .95, indicating very high reliability among the
burnout subscales. Cronbach’s alpha for the subscale of cynicism had a coefficient of .85,
indicating a high reliability. Finally, Cronbach’s alpha for the burnout subscale of professional
efficacy had a coefficient of .86, suggesting that the reliability for this subscale is high.
Additionally, the mindfulness subscales of awareness and acceptance had alpha coefficients of
.80 and .89, respectively, indicating that the mindfulness subscales are reliable. Results of the
reliability test are shown in Table 3.
Table 3
Reliability Statistics for Burnout and Mindfulness Scales
Scales

Cronbach’s alpha

Number of
items

Burnout—Exhaustion

.95

5

Burnout—Cynicism

.85

5

Burnout—Professional

.86

6

Mindfulness—Awareness

.80

10

Mindfulness—Acceptance

.89

10

Efficacy
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Statistical Analysis
A G*Power analysis indicated that the minimum sample size required to detect an effect
was 84. The final sample size for this study was n = 100, indicating that the study had enough
power to detect an effect if one was present in the data. The Pearson r correlation is the
appropriate statistic to use when the goal is to determine if an association exists between two or
more interval or ratio (continuous) variables. While the survey questions were ordinal, certain
questions were summed together to create interval-level composite scores (Norman, 2010).
Therefore, a correlation was appropriate because I tested the relationship between five intervallevel variables.
RQ1: To what extent is there a correlation between burnout and mindfulness in
government employees?
H10: There is no relationship between burnout and mindfulness in government
employees.
H1A: There is a relationship between burnout and mindfulness in government employees.
To examine the research question, Pearson correlations were calculated between the
mindfulness subscales of awareness and acceptance and the burnout subscales of exhaustion,
cynicism, and professional efficacy. Prior to analysis, the assumptions of normality, linearity,
and lack of outliers were examined (Schober et al., 2018).
Normality
The assumption of normality assumes that the variables of interest are normally
distributed. To test for this assumption, five Shapiro–Wilks tests were run on exhaustion,
professional efficacy, cynicism, awareness, and acceptance. The results of the Shapiro–Wilks
tests indicated that normality was violated for all variables but acceptance, which was normally
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distributed. When the sample size exceeds 30, however, normality violations are not a problem
(Pallant, 2007). Table 4 presents the results of the normality test.
Table 4
Shapiro–Wilks Test of Normality Results
Variable

Statistic

df

Sig.

0.94

100

.001

0.87

100

.001

Cynicism

0.94

100

.001

Awareness

0.94

100

.001

Acceptance

0.98

100

.144

Exhaustion
Professional
efficacy

Linearity
A Pearson correlation requires that each pair of variables have a linear relationship
(Conover & Iman, 1981). This assumption is violated if there is curvature between any two
variables on the scatterplot. The assumption of linearity was met for each pair of variables.
Figures 1–6 represent the scatterplots between each pair of variables. Each figure depicts a
different range on the x-axis depending on the range of the variable itself.
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Figure 1
Scatterplot Between Exhaustion and Awareness

Figure 2
Scatterplot Between Exhaustion and Acceptance
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Figure 3
Scatterplot Between Cynicism and Awareness

Figure 4
Scatterplot Between Cynicism and Acceptance
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Figure 5
Scatterplot Between Professional Efficacy and Awareness

Figure 6
Scatterplot Between Professional Efficacy and Acceptance
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Outliers
Outliers are expected in most social science studies and should be treated with caution
when deciding whether to include or exclude them from data (Field, 2018). According to Howitt
and Cramer (2011), “Outliers may be the result of a wide range of different factors. One does not
have to identify what is causing such big or small values, but it is important to eliminate them
because they can be so misleading” (p. 28). When a study is well designed, the initial study
outcome, even without outlier removal, is more likely to be significant; hence, outlier removal is
less necessary to produce a significant result in well-designed studies (M. Bakker & Wicherts,
2014a). Nonparametric and other reliable statistical methods are viable options because outliers
in the data cause deviations from the assumed distribution (M. Bakker & Wicherts, 2014b). The
assumption of lack of outliers was tested through box-and-whisker plots. Any responses that lie
above or below the whiskers are considered outliers. Two outliers were identified within the
professional efficacy subscale. Additionally, three outliers were identified in the awareness
subscale. These five outliers were identified in the data and subsequently removed from the
analysis. Analyses were also run with the outliers still present in the data, and the results
indicated the same significant relationships, without affecting normality. See Figures 7–11 for
box plots for each of the five variables.

73
Figure 7
Box-and-Whisker Plot for Exhaustion

Figure 8
Box-and-Whisker Plot for Cynicism
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Figure 9
Box-and-Whisker Plot for Professional Efficacy

Figure 10
Box-and-Whisker Plot for Awareness
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Figure 11
Box-and-Whisker Plot for Acceptance

Results of the correlation analysis indicated that there was a significant negative
relationship between the burnout subscale of exhaustion and the mindfulness subscale of
acceptance, r (98) = -0.30, p = .002. This indicated that as exhaustion scores increased,
acceptance scores decreased. Additionally, the correlation coefficient of r suggested that this was
a moderate correlation, meaning the relationship was moderate in strength (Schober et al., 2018).
There was also a significant negative relationship between the burnout subscale of cynicism and
acceptance, r (98) = -0.27, p = .007. This means that as a participant’s cynicism increased, their
acceptance decreased. The strength of this relationship was also moderate. Finally, there was a
significant positive correlation between the burnout subscale of professional efficacy and the
mindfulness subscale of awareness, r (95) = 0.33, p < .001. This result suggested that as
professional efficacy increased, so did awareness. Additionally, the strength of this relationship
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was moderate. There were no other statistically significant correlations. Among these
nonsignificant correlations, the relationships between exhaustion and awareness, r (98) = 0.19, p
= .058; cynicism and awareness, r (98) = 0.13, p = .183; and professional efficacy and
acceptance, r (98) = –0.10, p = .307, were all weak relationships. Additionally, exhaustion and
awareness, as well as cynicism and awareness, were both positively correlated. This meant that
as one variable in the relationship increased, so did the other. The relationship between
professional efficacy and acceptance, though not significant, was negatively correlated. Table 5
presents the results of the Pearson r correlations.
Table 5
Pearson Correlations Between Mindfulness and Burnout Subscales
Variable

Pearson r

Exhaustion

Pearson

Awareness

Acceptance

0.19

–0.30

Correlation

Cynicism

Sig.

.058

N

98

100

0.13

–0.27

Pearson

.002*

Correlation

Professional
Efficacy

Sig.

.183

N

98

100

0.33

–0.10

Pearson
Correlation
Sig.
N

*p < .05.

.007*

<.001*
95

.307
98
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Other Correlations
Multiple correlation analyses were run between the burnout and mindfulness subscales by
the different levels of demographic variables (age, gender, ethnicity, education, marital status,
and tenure). Of the many correlations, there were only eight significant relationships. There was
a significant negative relationship between cynicism and acceptance for those who held a
bachelor’s degree, r = –.45, p = .042. This indicated that for those who held a bachelor’s degree,
as their cynicism increased, their acceptance decreased. This was a strong relationship. There
was a significant negative relationship between exhaustion and acceptance for those who were
White, r = –.30, p = .037, meaning that as exhaustion increased, acceptance decreased. This was
not a very strong correlation, as the coefficient was .3. Additionally, for those who were White,
there was a significant positive correlation between professional efficacy and awareness, r = .40,
p = .002. This indicated that as professional efficacy increased, awareness also increased. This
was a moderately strong relationship. Next, for those who identified as male, there was a
significant negative correlation between exhaustion and acceptance, r = –.44, p = .017, indicating
that as exhaustion increased, acceptance in male participants decreased. This was a moderately
strong relationship. There was another significant correlation between cynicism and acceptance
for those who identified as male, r = –.35, p = .072. Finally for male participants, there was a
significant correlation between professional efficacy and awareness, r = .41, p = .038, meaning
that as professional efficacy increased so did awareness in men. This was a moderately strong
relationship. For those who were married, there was a significant negative correlation between
exhaustion and acceptance, r = –.46, p = .002. This was a strong relationship. Finally, for those
who had been employed for 1–6 years, there was a significant relationship between professional
efficacy and awareness, r = .45, p = .009. This was a strong relationship (Warner, 2021).
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Overall, these extra correlations indicated that there were significant correlations between
exhaustion and acceptance, cynicism and acceptance, and professional efficacy and awareness
across multiple different demographic characteristics. In conclusion, these additional connections
revealed no new information in relation to the initial results.
Summary
The purpose of this study was to understand if there was a relationship between
mindfulness and burnout in government employees. To address the question of whether there is a
relationship between the mindfulness subscales and burnout subscales, a Pearson r correlation
analysis was conducted. Prior to running the analysis, the assumptions of normality, linearity,
and lack of outliers were conducted and met and/or resolved. The results of the correlations
indicated that there were significant relationships between the subscales of exhaustion and
acceptance, cynicism and acceptance, and professional efficacy and awareness. For a correlation,
the closer the coefficient is to the absolute value of one, the stronger the relationship is.
Therefore, the correlation between professional efficacy and awareness was the highest, with a
Pearson r correlation coefficient of 0.33. The next-highest relationship was between exhaustion
and acceptance, with a coefficient of –0.30. Finally, the least significant relationship of the three
was between cynicism and acceptance, with a correlation of –0.27. Therefore, the null
hypothesis, that there is no relationship between burnout and mindfulness, can be rejected.
Additionally, Cronbach’s alphas were run to determine if the subscales of mindfulness and
burnout were reliable. The mindfulness subscales of awareness (a = .80) and acceptance (a =
.89), and the burnout scales of exhaustion (a = .95), cynicism (a = .85), and professional efficacy
(a = .86) were all found to be very reliable.
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Chapter 4 discussed the data and descriptive and inferential statistics used to analyze the
research topic for this study. Missing data and outlier procedures were addressed, and
assumptions were examined and presented. The findings of this study indicated a statistically
significant positive relationship between professional efficacy and awareness, and negative
relationships between exhaustion and acceptance and cynicism and acceptance. Thus, this study
supports the significance and importance of mindfulness in reducing burnout in government
employees. The following chapter examines the theoretical and practical implications of these
findings in relation to previous research findings. Additionally, the following chapter will discuss
some of the current study’s strengths and weaknesses, as well as recommendations for future
research on employee burnout in organizations.

80
Chapter 5: Discussion, Conclusions, and Recommendations
Burnout is a significant contributor to the leading negative outcomes of emotional labor,
which include symptoms of emotional exhaustion, depersonalization, and decreased personal
fulfillment (Lu & Guy, 2019; Mansour & Tremblay, 2019). Employees are stressed as a result of
increased levels of work demand, which cause negative mental and physical health effects,
emotional exhaustion, loss of personal identity, and the perception of not being successful or
fulfilled (Bostock et al., 2019; Eschelbach, 2018; Grover et al., 2017). According to Lawrie et al.
(2018), because the job demands–resources model and psychological safety climate are
positively related to everyday mindfulness, organizations can promote beneficial working
conditions for employees. Employees who participate in a mindfulness-, acceptance-, and valuesbased intervention program can effectively reduce and mitigate the presence and experience of
burnout (Kinnunen et al., 2019). Workplace mindfulness programs, such as Mindful2Work, have
been shown to improve employees’ mental and physical well-being, which have been negatively
affected by stress in the workplace (de Bruin et al., 2020; Pérez-Fuentes et al., 2020).
The purpose of this quantitative correlational study was to learn more about the
relationship between mindfulness and burnout in government employees. Garland et al.’s (2015)
mindfulness-to-meaning, JD-R (A. Bakker & de Vries, 2021; Vîrgă et al., 2020), and COR
(Vîrgă et al., 2020) theories were used to investigate the role of mindfulness. The mindfulnessto-meaning theory promotes the implementation and use of mindfulness-based programs in the
workplace and emphasizes how mindfulness works in the lives of those who practice it with
repetition, more like a meditation, to reduce job and workplace stressors. According to the JD-R
theory, employees can utilize personal resources that are learned through mindfulness-based
programs offered at work or resources already in their own repertoire to help with workplace
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stress, job dissatisfaction, and burnout. Lastly, according to the conservation of resources theory,
when individuals’ major motivation is endangered or rejected, they experience stress (Vîrgă et
al., 2020). Utilizing mindfulness at work may aid employees in developing resources such as
work–life balance, which has been linked to increased well-being and job satisfaction and
decreased stress (Zivnuska et al., 2016).
In this quantitative correlational study, I aimed to answer the following research question:
RQ1: To what extent is there a correlation between burnout and mindfulness in
government employees?
The study’s participants were full-time government employees in the United States. The
final sample comprised 95 participants who responded to an online invitation using LinkedIn for
the platform. Qualtrics was utilized to gather data from the participants. The MBI-GS, a 16-item
scale, was used to measure burnout and the PHLMS, a 20-item scale, was used to measure
mindfulness. According to the findings, there were significant and moderate relationships
between the subscales of exhaustion and acceptance, cynicism and acceptance, and professional
efficacy and awareness. This final chapter summarizes the study’s findings in relation to
previous literature, as well as the study’s limitations and recommendations for future research.
Discussion of Findings
I conducted the analyses to determine what the relationship is between burnout and
mindfulness in government employees in the United States. This section outlines the findings
from the research question, how these findings align with past research, and how they relate to
the following theories: JD-R, COR, and mindfulness-to-meaning. While there is prior
information on burnout, less is known on what the relationship is between burnout and
mindfulness in government employees. This study answered the research question. The results
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show a significant moderate relationship between burnout and mindfulness in government
employees, thus rejecting the null hypothesis. There were also significant relationships between
professional efficacy and awareness, exhaustion and acceptance, and cynicism and acceptance.
Conservation of Resources Theory and Mindfulness
For employees and organizations, COR provides a sound framework for understanding
stress and its connection with supply and demand of resources (Hobfoll, 1989). The amount of
physical and psychological effort required, as well as the depth of depleted resources, are
determined by the amount of job demands and job resources, according to COR, which affects
the intensity of emotional exhaustion (Hsieh et al., 2021). According to the conservation of
resources theory, employees attempt to acquire, retain, and generate resources that are useful to
them to maintain their well-being (Hobfoll, 1989). This attempt is emotionally draining and job
burnout (due to actual or perceived energy loss due to excessive job demands) increases, leading
to emotional exhaustion and decreased performance (Hsieh et al., 2021). According to the
conservation of resources theory, if the organization can ensure that employees’ psychological
needs are met, employees will feel valued, giving them a psychological sense of satisfaction and
belonging. As a result, they will follow the organization’s rules and take positive actions for the
organization’s growth and development, giving them the perception that they have extra internal
and external resources to work with (Liu et al., 2022). The conservation of resources theory
concentrates on four resources: objects (shelter, food, clothing), conditions (social relationships,
well-being, work status), personal characteristics (coping skills, individual traits, social
support), and energy (skills and abilities that can be replaced for other resources, such as money,
time, and expertise; Alvaro et al., 2010; Hobfoll, 1989). When one of these resources is
threatened and persists, it can result in stress and burnout (Hobfoll, 1989). According to
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Prapanjaroensin et al. (2017), when one of the resources is jeopardized by perceived or actual
loss or inability to attain such resources, COR can promote and influence intervention efforts to
reduce nurse burnout. According to their study, when organizations implement intervention
programs, it reduces stress and burnout in nurses (Onan et al., 2013). These intervention
programs, such as mindfulness, can be applied to any profession, such as government employees.
Job Demands–Resources Theory and Mindfulness
JD-R is the COR theory applied in the workplace, identifying a broad range of significant
connections between positive and negative facets in the workplace (Hsieh et al., 2021).
Emotional exhaustion is characterized by a sense of being emotionally overworked and drained
of one’s emotional resources, which can lead to burnout and reduced job performance and wellbeing (Hsieh et al., 2021). Positive characteristics such as confidence can aid in resisting stress
and slowing resource depletion (Hobfoll, 1989). In their study, mindfulness was perceived as a
teacher’s positive trait and resource that aided in reducing emotional exhaustion and preventing
burnout (Hsieh et al., 2021). In addition, a supportive school environment boosts teacher selfefficacy (Aldridge & Fraser, 2016). Despite job demands, mindfulness as a positive personality
trait can help teachers perceive their thoughts and feelings nonjudgmentally (Marzabadi et al.,
2021). In a Chinese study, mindfulness has shown to have protective properties against job
demands and burnout in employees, and when job resources are high, mindfulness further
reduces burnout (Zhang et al., 2022). In stressful situations, mindfulness can help individuals
detach and remain neutral and present, which helps them regulate their emotions, and this
mindful state allows individuals to make better decisions when coping with stressful situations
(Zhang et al., 2022). In the present study, the most significant relationship was between
professional efficacy and awareness, suggesting that increased mindfulness increases
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professional efficacy, thus reducing burnout in government employees. It also suggests that these
employees may have lower job demands and higher job resources and that mindfulness helps
them cope with stressors at work.
Mindfulness-to-Meaning Theory and Well-Being
Mindfulness meditation, according to mindfulness-to-meaning theory, may be an
essential tool for promoting positive mental states and emotion regulation in stressful situations
(Garland et al., 2015, 2017). Mindfulness is a concept that can be characterized as a practical and
effective way of dealing with stressful events, which enhances positive affect, and leads to
health-promoting abilities and behaviors that improve physical and mental well-being (Garland
et al., 2015; Grevenstein et al., 2017). Furthermore, people who have a greater trait mindfulness
are more likely to have more self-control and positive emotions (Brown & Ryan, 2003).
Resilience is similar to mindfulness in that, rather than focus on the negative, it emphasizes
aspects of personality that are beneficial to one’s well-being, acting as a shield against stress
during times of adversity or stressful events (Grevenstein et al., 2017). Mindfulness training
increases decentering and awareness, which is linked to positive reappraisal, thus enhancing
well-being (Hanley et al., 2020). In a longitudinal randomized 1-year posttreatment study of
mindfulness training, participants experienced greater positive affect though decentering,
increased awareness, and more effective emotion regulation (Garland et al., 2017). In another
study, individuals who received mindfulness training developed an overflow of adaptive
psychological developments that encouraged and increased life quality, many years after training
(Hanley et al., 2020). The mindful reappraisal hypothesis (MRH) states that mindfulness
promotes eudaimonic well-being (happiness through self-actualization) by encouraging positive
reappraisal, a positive psychological process in which negative emotions and stressful situations
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are reconstructed in a growth-promoting way (Garland et al., 2017). According to the current
study, as awareness increases in government employees, so does professional efficacy. This
means that mindfulness positively influences employees’ awareness, thus reducing the chances
of work-related stress and burnout.
According to mindfulness-to-meaning theory, (a) engaging attentional control when faced
with stress leads to (b) decentering from stress assessments into a metacognitive state, which
leads to (c) a broadening of consciousness to include interoceptive and exteroceptive sensory
input, which was previously disregarded. This new contextual knowledge is then (d) processed
and incorporated into new adaptive reevaluations of the world, leading to a long-lasting type of
positive affectivity and a sense of purpose in life (Garland et al., 2017). This study showed that
as cynicism increases, acceptance decreases; however, if employees utilize mindfulness to
integrate the positive and negative events they face and focus on the positive events, over time
this process can lead to eudaimonic well-being, thus reducing stress and burnout.
Mindfulness-to-meaning theory encourages self-transcendence by inducing upward
spirals of decentering, broadening awareness, savoring, and reappraisal (beneficial emotion
regulation strategies; Garland et al., 2015, 2019). Savoring is featured as an essential means of
provoking absorptive experiences of oneness (acceptance) between object and subject,
expanding the importance of the object while infusing the sensory-perceptual field with affective
meaning (Garland et al., 2015, 2019). Acceptance and attention monitoring (together with
cognitive transformation) are part of mindful reappraisal, which allows for continuous contact
with and active mental processing of an individual’s psychological response to negative
situations or experiences (Garland et al., 2015). The addition of meaning to a sensory encounter
amplifies the good emotional experience that can be received from it (Garland et al., 2015).
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Mindfulness meditation entails repeatedly focusing attention on an object while being aware and
dismissing distracting feelings and thoughts (Garland et al., 2017). The sensations of breathing,
visual stimuli, walking, mental thoughts and feelings, or proprioceptive observation of the
body’s internal or exterior status are all objects of a mindfulness practice, which improves
emotion regulation, self-awareness, and attentional control (Garland et al., 2017; Tang et al.,
2015). Mindfulness may be achieved in many ways to increase physical and psychological wellbeing (Garland et al., 2017). Practicing mindfulness will be especially beneficial for individuals
who are experiencing burnout in the workplace by stepping back and observing the situation,
instead of being part of it.
MBI-GS and PHLMS Results
As of 2019, there were 53 published empirical articles that have utilized the PHLMS, and
of those, 23 showed significant relationships with acceptance and 10 showed significant
awareness and positive outcome variables (Morgan et al., 2019). According to their study,
knowledgeable meditators had higher scores on the PHLMS (acceptance and awareness) than
inexperienced meditators, confirming prior research and demonstrating the validity of the
PHLMS as a measure of mindfulness in those who practice meditation. The authors also
discovered that meditators who practice awareness and acceptance together may find that these
constructs become more integrated with time.
The first relationship was the highest, with a positively moderate correlation between
professional efficacy and awareness and a Pearson r correlation coefficient of 0.33. This result
suggests that as professional efficacy increases, so does awareness. To some degree, mindfulness
could predict personal accomplishment (Grevenstein et al., 2017). The next-highest relationship
was between exhaustion and acceptance, with a coefficient of –0.30. This correlation is negative
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and moderate, indicating that as exhaustion scores increase, acceptance scores will decrease.
Finally, the least significant relationship of the three was between cynicism and acceptance with
a correlation of –0.27. This correlation is also negative and moderate, indicating that as a
participant’s cynicism increases, their acceptance decreases. According to JD-R theory,
employees are depleted of energy, leading to exhaustion and, eventually, burnout (Huang et al.,
2021).
Burnout is a result of workplace stress and imbalances, and it is based on the job
demands–resources model (Maslach & Leiter, 2016). Job demands and job resources are two
groups of work conditions that define all occupations, according to the job demands–resources
paradigm (Gabriel & Aguinis, 2021). Job demands include physical, social, psychological, or
organizational conditions (e.g., unsafe work environment, abusive interactions with others) of the
job tasks that demand continuous cognitive, mental, or physical effort, while job resources are
the physical, social, mental, or organizational aspects of the job tasks that aid employees in
coping with stressful situations (A. Bakker et al., 2005). Constructive feedback, coworker and
management support, and pay security are some examples of job resources (Shoss, 2017). When
employees have enough resources that support employees in achieving their goals and the job
demands are low, it results in a positive job-related state of mind that is characterized by
enthusiasm, dedication, mental resilience, and high energy, while insufficient resources and high
demands can induce burnout (Huang et al., 2021). Low demands combined with low resources
lead to low participation, frustration, and withdrawal, which can also lead to burnout (Gabriel &
Aguinis, 2021; Huang et al., 2021). A study of social workers in China revealed that job
demands increased burnout and intent to leave, while job resources significantly decreased
burnout and employee turnover (Luo & Lei, 2021). For the current study, while there was a
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negative correlation between exhaustion and cynicism, it was not possible to predict whether
increases in employees’ exhaustion and cynicism were due to high job demands and insufficient
job resources.
Because burnout is a result of chronic work-related stress, the solution is to implement
stress management interventions. According to Baer et al. (2008), when mindfulness skills are
learned, an individual becomes more aware of and can adaptively relate to a wide range of
stimuli, while without mindfulness skills, an individual is more susceptible to inflexible and
extreme focus on damaging stimuli, such as focusing too much on negative feelings and
thoughts. While implementing stress management programs can be helpful for employees,
organizations and leaders must be intentional with implementing stress management programs
and acknowledge that they may not change the root source of burnout if the job has high
demands and insufficient job resources (Gabriel & Aguinis, 2021). A study of urban firefighters
showed that mindfulness was linked with positive affect when participants experienced increased
stress at work, which means that mindfulness may influence the connection between JD-R and
burnout in government employees who experience stress at work (Smith et al., 2019). Stress
management programs have been shown to assist employees in how to adapt to difficult
conditions, reduce emotional exhaustion, and build coping abilities in the workplace (Tetrick &
Winslow, 2015). Implementing mindfulness meditation groups can help employees adapt to
situations that are challenging at work and reduce stress (Tetrick & Winslow, 2015).
Mindfulness meditation programs in the workplace can also decrease cortisol, which is a
physiological indicator of stress (Hafenbrack, 2017). Intervention programs that aim to modify
an individual’s mental headspace can be helpful for mitigating burnout and coping with the
negative results of work-related stress (Gabriel & Aguinis, 2021). One way that an organization
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and its leaders can foster social support is by promoting authentic and high-quality connections
with employees, which means that leaders need to be empathetic and create a psychologically
safe environment based on trust (Gabriel & Aguinis, 2021).
Servant Leadership and Mindfulness
This study showed the importance leadership has in the workplace. While this study did
not focus on leadership, past studies have shown the impact leadership has on employee wellbeing and reducing burnout in the workplace. Employees feel that they are valued by their
leaders when their leaders help them achieve their goals innovatively and by showing their
concern for their employees’ well-being (Pluut et al., 2018). While few organizations thrive,
many are toxic; leaders are judgmental and have unrealistic expectations of employees, such as
heavy workloads, working longer hours, or working after their scheduled time. Organizational
leaders and scholars have been late to the growing field of mindfulness, assuming that employees
who are more mindful will experience improved health lower health care costs and increased
productivity (Carleton et al., 2018). In their study, characteristics of leaders’ mindfulness
predicted positive affect in leaders, which in turn predicted leadership self-efficacy, consistent
with Verdorfer’s 2016 study on servant leadership and the positive influence of a leader’s trait
mindfulness (Carleston et al., 2018). For organizations and their employees to achieve their goals
and flourish, leaders must increase their awareness of destructive patters and become vulnerable,
which promotes trust and appreciation. Leaders can achieve this through mindfulness, which
could help increase mindfulness in employees.
Servant leaders cultivate heightened awareness, also found in practicing mindfulness,
allowing them to view the current moment as it is, both objectively and with foresight (Sipe &
Frick, 2015). Servant leaders have a natural passion to serve (Keith, 2015). The quality that
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defines a servant leader is their passion to serve and help others develop and grow (Keith, 2015).
This growth encompasses the mind, body, and spirit, which also relates to the practice of
mindfulness and yoga. Servant leaders and mindfulness share the same qualities and
characteristics of being humble, empathetic, aware, accepting, listening, and compassionate
(Sipe & Frick, 2015). Specifically, servant leaders are also mindful in that they have the
characteristics of stewardship, empathy, listening, persuasion, healing, commitment to others’
growth and development, foresight, and building community, conceptualization, and awareness
(Greenleaf, 2008). Servant leaders are mindful in that they observe what is going on rather than
evaluating or assessing. While employees are expected to behave a certain way at work, many
organizations do not have what is vital in the workplace, which is human connection. Leaders
play a crucial role in helping everyone in the workplace to stay connected. More specifically,
servant leaders share their power, put others first, and help them achieve their goals and perform
their best. They see the potential in others and work alongside them. Organizations with servant
leaders in which employees feel safe to express their thoughts and feelings, create a culture of
accepting and empowerment, thus increasing performance and engagement (Brandon, 2019).
Also, acceptance is characterized by tolerance for failure, willingness to take risks, and patience
(Topcu et al, 2015).
A mindful servant leader who is present, listens, and is accepting has a significant
positive impact on the organization and employee well-being. Servant leaders understand and
support employees, and through their compassion, they actively mitigate challenges or hardships
and promote well-being (Negi, 2018). One way servant leaders display mindfulness is through
vulnerability and showing forgiveness (through encouragement and patience). Also, if
forgiveness is part of the organization’s culture, it can promote employee productivity, well-
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being, and trust and reduce stress and attrition. Furthermore, humility encourages trust and
respect and evaluates logic, not others (Covelli, 2018). Servant leaders are also compassionate
and are passionate about empowering others so that they can excel at what they do. Servant
leaders help develop employee self-confidence, well-being, and happiness through
encouragement, resulting in motivation at work and improved job satisfaction and performance
(Tischler et al., 2016). Servant leadership minimizes stress, and psychological well-being is
crucial for the mindfulness goal of practicing tranquility and putting a stop to suffering (Rivkin
et al., 2014). One can see how servant leaders and mindfulness may help reduce and mitigate
employee burnout in the workplace.
Depression and Burnout
While it has been difficult to distinguish burnout from depression in the past, there is still
discussion over the relationship between the two, and some claim that burnout is a type of
depressive disease, while others argue that burnout and depression are two distinct constructs
(Bianchi et al., 2014; Koutsimani et al., 2019; Schonfeld et al., 2018). Although most authors
may disagree, it is clear that symptoms of depression and burnout frequently occur together and
overlap (Ahola et al., 2014; Kakiashvili et al., 2013). There is a link between depression and
burnout, and the same number of individuals who associated their feelings of burnout to their
work was comparable to the same number of individuals who linked their symptoms of
depression to their job, implying that depression and burnout may have similar characteristics
(Bianchi & Brisson, 2019; Bianchi & Laurent, 2015). Emotional exhaustion, the center of
burnout, is characterized by a mix of low mood, fatigue, and energy loss, as well as a strong
correlation with other symptoms of depression (Schonfeld et al., 2018). It is possible that
depression may begin as stress in the workplace, or it may lead to burnout as the stress at work
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increases (Koutsimani et al., 2019). Workplace burnout risk factors are also predictors of
depression, and individual depression risk factors are predictors of burnout (Schonfeld et al.,
2018). However, while the symptoms of burnout and depression may overlap and have similar
characteristics, they appear to be distinct conceptions, and both are considered major health
concerns (Schonfeld et al., 2018). Also, while burnout is linked to the workplace, depression can
manifest itself regardless of the conditions (Schonfeld et al., 2018). According to Freudenberger
(1974), individuals who experience burnout appear and behave depressed. Burnout is not
recognized in the DSM-V, and there are currently no diagnostic criteria for recognizing it,
despite its similarity to depression (Bakusic et al., 2017).
According to their results, studies that utilized the MBI (55.1%), showed a lower
association between depression and burnout compared to studies that utilized other burnout
measurement scales, where the link between depression and burnout was greater (Koutsimani et
al., 2019). Because it is currently unclear whether depression and burnout are the same or distinct
constructs, future studies should focus on the causal relationships between the two (Koutsimani
et al., 2019).
Impact of COVID-19 on Burnout
During a pandemic such as COVID-19, the increasing severity and pervasiveness of
burnout in the workplace is a challenging and complex issue for organizations to undertake (Liu
et al., 2022). During a pandemic, organizations must address the widespread and progressively
intense burnout in the workplace, which is a complex and challenging issue to solve (Liu et al.,
2022). The unusual character of the COVID-19 pandemic, as well as its influence on
respondents’ personal and professional lives, could explain the increased levels of reported
stress. During this crucial time, it became even more important for organizations and leaders to
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focus on their employees to help reduce burnout. Social support, such as listening, helping a
coworker, giving constructive advice, and making an employee feel valued, is a powerful job
resource especially during a pandemic, such as COVID-19, where social distancing prevents
individuals from spending time with those they would normally turn to for support, and where
employees’ emotions of isolation, fear, mental suffering, and uncertainty require social support
(Gabriel & Aguinis, 2021). Leaders must promote social support while limiting social encounters
that are stressful, such as unnecessary meetings and communication, whether virtual or in-office
(Gabriel & Aguinis, 2021). Besides social support in the workplace, leaders can encourage social
support from friends and family members to help mitigate the negative aspects of burnout
(Tetrick & Winslow, 2015). Organizations can give effective situational assistance to decrease
employee burnout by enhancing the quality of communication between leaders and employees,
especially during a pandemic (Liu et al., 2022). Interventions can be implemented to reduce
employees’ negative emotions, and organizations can provide a positive work environment to
help improve employees’ positive emotions at work, thus building trust and a sense of belonging
(Liu et al., 2022). Finally, managers can use nonmonetary incentives to encourage non-jobrelated social support by allowing workers to work from home or take extra vacation time,
especially in times of crises or pandemics, when the importance of personal and work
relationships are crucial (Gabriel & Aguinis, 2021).
The negative impact on well-being has prompted changes in U.S. legislation (Keller et
al., 2022). For example, the International Labor Organization published the first international
standard for psychological safety and health (ISO 45001, occupational health and safety
management systems), which established the obligation to address and manage mental and
cognitive hazards related to work to decrease long-term negative results on well-being due to
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stress and burnout (Keller et al., 2022). According to their study, job demands are greatly linked
with the initial exhaustion phase of burnout, especially during COVID-19 (Sokal et al., 2020).
Given that Maslach’s scale is measured by three subscales, COVID-19 may have played a part in
the relationship of exhaustion to cynicism on the PHLMS subscale of acceptance due to
employees working longer hours, having heavier workloads, and limited social contact with
others.
Limitations
This study had several limitations. The sample was collected through social media,
specifically LinkedIn and utilizing the snowball method, which may have resulted in a lower,
less representative sample, possibly limiting generalizability (Polit & Beck, 2021). Despite
efforts made to protect confidentiality, anonymity, and privacy, self-report measures contain an
inherent risk of social desirability bias. It is also likely that the tools used for this study did not
produce an accurate picture of the operationalized variables because they relied on self-reported
quantitative assessments. COVID-19 was a potential limitation to data collection. The study only
focused on government employees from the United States. A mixed approach using quantitative
and qualitative data may reveal more comprehensive results. Also, using a mixed-methods study
to triangulate the data may result in a better understanding of how the psychological and social
variables interact in complex and significant ways (Saldaña & Omasta, 2018). While there were
several outliers in the data, the results add valuable awareness toward the need to implement
organizational changes that aid in decreasing burnout in the workplace and increasing employee
well-being.
The MBI has become the ideal standard for measuring burnout, accounting for
approximately 88% of all burnout publications (Boudreau et al., 2015; Maslach & Jackson,
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1981). However, the MBI’s practical applicability for assessing individual burnout is rather
limited. In terms of normative and predictive validity, the fact that the MBI does not yield a
single burnout score that can be separated to differentiate between burned-out and non-burnedout instances is a key concern (Schaufeli et al., 2020). The MBI manual stated, “In general, each
respondent’s scale scores should be calculated and interpreted separately. Note that responses to
MBI items should not be combined to form a single ‘burnout score’” (Maslach et al., 2018, p.
45). Also, when it comes to diagnosing burnout, a self-report assessment tool is essential, and the
MBI is unable to fulfill this role because it was designed as a multidimensional research tool
rather than an individual evaluation tool (Schaufeli et al., 2020). Burnout was included in the
most current report of the ICD-11 by the WHO, not as a disease but as an occupational
phenomenon. As a result, the WHO’s position is ambiguous, including burnout on the list of
diseases while at the same time denying that burnout is a disease (WHO, 2019). To further
complicate matters, Maslach and Jackson’s (1981) definition of burnout has been embraced,
implying that the MBI should be used to evaluate occupational phenomena, which does not
address the difficulty of evaluating burnout as an occupational disorder (Lastovkova et al., 2018).
In conclusion, while this study revealed a negative relationship between exhaustion and
acceptance, as well as cynicism and acceptance, among government employees, the extent of this
relationship’s causation and interpretation of the findings require additional investigation,
combining more precise design controls and more elaborate mindfulness measures.
Implications
The aim of this study was to reveal if there were any statistically significant relationships
between burnout and mindfulness among government workers. As a result, given the potentially
positive function of mindfulness in decreasing and preventing burnout among government
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employees, this study could have major implications for organizations with government
employees. Given that government employees are more prone to experience stress, which can
contribute to occupational burnout, it could lead to new avenues for educating organizational
leaders and managers. Teaching government employees how to become aware and manage stress
through mindfulness practices may result in numerous positive outcomes. These positive
outcomes, which are consistent with the effects of burnout on individuals in the nurturing
professions, could occur at both the personal and organizational levels (Maslach & Jackson,
1981).
At the organizational level, mindfulness practice may have an impact on an employee’s
job performance and mindset. For example, absenteeism, which is common among employees
struggling with burnout, might be mitigated or eliminated. Furthermore, increased emotional
well-being as a result of a mindfulness practice may improve employee productivity.
Additionally, having control in stressful situations may lead to improved job satisfaction and
commitment, resulting in fewer conflicts with peers in the workplace, which in turn may have
favorable effects on other colleagues’ job performance and attitude. Organizations may
experience less turnover when employees are exposed to mindful leaders (Negi, 2018). This in
turn promotes employees to practice mindfulness, thus reducing stress and burnout.
Leadership is especially important in organizations where employees are under a lot of
stress. Servant leadership stands out in comparison to other leadership styles in that it focuses on
employees’ needs, growth, and well-being. Current trends in the fields of psychology and
communication focus on mindfulness, mindful communication, and leadership. As we look into
the future, organizations appear to embrace a more mindful culture for their employees and the
organization as a whole.
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At the personal level, teaching employees to decrease stress and burnout through
mindfulness practice techniques may lead to enhanced family life and work–life balance, which
may be beneficial for their interactions and communication with personal relationships.
Furthermore, training employees to manage stress through mindfulness could improve their
overall well-being. Employees who use mindfulness techniques may have lower rates of
depression (Ying, 2009).
Recommendations
In today’s rapid global change and transformation, organizations must support and
encourage employee growth and well-being. While leaders and employees struggle with stress
and burnout in the workplace, less is known about how these individuals can tap into
psychological resources such as mindfulness and how different characteristics of mindfulness
may affect and influence employees, leaders, managers, and organizational outcomes. While
some research focuses on various strategies, less is known about mindfulness and servant
leaders. Recommendations should focus on the management of stress and burnout rather than on
the prevention of employee stress and burnout in the workplace. Researchers should concentrate
on the psychological approaches required to address the constantly changing challenges of
unpredictable situations, environments, and other organizational settings.
Recommendations for Practical Implications
According to the findings of this study, mindfulness may mitigate burnout in government
employees. These findings may be particularly relevant for employees with high job demands
and limited resources. The results may have been amplified due to the COVID-19 pandemic.
While some organizations are integrating stress-reducing practices, few are considering
mindfulness practices such as meditation, breathing techniques, or yoga. It is highly
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recommended that organizations implement mindfulness strategies in the workplace (Garland et
al., 2015). While this study did not focus on Western or Eastern mindfulness, individuals can
enhance awareness through cognitive interventions, specifically socio-cognitive mindfulness
(Pagnini & Langer, 2015). This type of mindfulness, like meditation, focuses on the present
moment, is sensitive to organizational framework, and emphasizes the perspectives of others
(Langer & Moldoveanu, 2000). Government employees may benefit from this type of
mindfulness as they try to manage job demands and stress in the workplace, especially during
challenging times, such as the COVID-19 pandemic.
There are many ways that organizations and leaders can prevent and mitigate burnout and
promote a favorable atmosphere to improve employee well-being. Burnout develops gradually
and is a response to extended, chronic stress in the workplace (Maslach & Leiter, 2016). Further
studies that include other positive psychology constructs such as hope, compassion, gratitude,
and optimism may be useful in understanding how individuals cope with stress and preventing
burnout. Mitigating burnout and promoting well-being in organizations require both individual
and organizational interventions (Tetrick & Winslow, 2015). Considering the COVID-19
pandemic and other crises that may have increased burnout in individuals, organizations and
leaders should ask themselves what they can do to create a more positive atmosphere in the
workplace to increase employee well-being and decrease stress and burnout. Psychological
security refers to employees’ shared belief that the organization provides a safe environment for
them where they can express themselves without fear of guilt, punishment, or other negative
consequences to their self-image, well-being, or status (Edmondson, 1999). Psychological
security and sense of belonging can mediate the relationship between trust in organizational
security and psychological safety and sense of belonging (Liu et al., 2022). Organizations can

99
encourage self-care practices by proving mindfulness strategies can help employees control their
emotions through self-compassion and understanding, as well as by providing resources and
supporting individuals when facing challenges and changes in the workplace (Hedderman et al.,
2021; Hsieh et al., 2021). Besides stress management interventions, organizations can establish
policies for establishing reasonable workloads and adequate staffing and promoting a culture that
focuses on employee well-being (Keller et al., 2022). Organizations can also develop and
promote social support by fostering high-quality connections with employees through empathy
and trust, which will lead to a positive organizational culture and psychologically safe
environment for employees to flourish and grow.
Recommendations for Future Research
While this study focused on mindfulness in general, future studies can focus on sociocognitive mindfulness. Both meditative and socio-cognitive mindfulness emphasize acceptance
and address consciousness via awareness and attention. While Eastern mindfulness produces a
more affective expression of mindfulness (Lazar, 2013), future studies can compare Eastern and
Western mindfulness practices.
Future studies can examine how different dimensions of JD (physical environment and
workload, time pressure, time schedule, and recipient contact) and JR (rewards, job autonomy,
engagement, feedback, job security, and management support) may affect mindfulness and
burnout (Demerouti et al., 2001). When resources are jeopardized or lost, it leads to burnout, but
leaders can ensure that employees’ needs are met and employees have the necessary resources to
prevent burnout. Mindfulness intervention is a managing tool that can promote employee wellbeing and coping with stress at work to help reduce burnout.
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Conclusion
The purpose of this quantitative correlational study was to investigate the relationship
between burnout and mindfulness in government employees. The research question and
hypothesis were developed to guide the methodology. The results revealed three significant
relationships. When professional efficacy increases, so does awareness. When exhaustion and
cynicism decreases, acceptance decreases. JD-R, COR, and mindfulness-to-meaning theory
explain how burnout is manifested, experienced, and maintained. Studies have demonstrated that
mindfulness may reduce burnout in employees and that trait mindfulness can serve as a personal
resource for reducing stress and burnout (Roeser et al., 2013; Taylor & Millear, 2016).
Mindfulness has been shown to protect against negative work- and health-related outcomes
(Huang et al., 2021). Job demands, which are stressors, for example, can affect a person’s state
of mindfulness by limiting their capacity to be aware of their immediate surroundings and remain
nonjudgmental (Huang et al., 2021). Low state mindfulness can result in emotional fatigue and
depersonalization, both of which are symptoms of burnout. Job resources, on the other hand, may
boost state mindfulness by developing the ability to be more aware of the work atmosphere and
to maintain a nonjudgmental mental state. A higher state of mindfulness can decrease emotional
exhaustion and depersonalization (Huang et al., 2021). Organizations can modify work
conditions to reduce and prevent employee burnout by giving employees manageable workloads
and providing support by implementing mindfulness training programs, which have shown to
decrease burnout in the workplace. Future studies can look at different characteristics of
mindfulness, JD-R, and COR theories and how they may influence other variables. Future
studies may reveal different results for trait versus state mindfulness and Eastern versus Western
mindfulness.
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To conclude, in this study I utilized a quantitative correlational research approach to
investigate the association between mindfulness and burnout among government employees in
the United States. I accomplished the objective of examining the role that mindfulness plays in
employee burnout. This chapter discussed the study’s findings in terms of their contribution and
relevance to previous research, as well as the limitations and recommendations.
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Appendix B: Survey Email Invitation and Consent

Title of Study: Examining the Relationship Between Mindfulness and Burnout in Government
Employees: A Closer Look at Mindfulness in Positive Psychology
Purpose: The purpose of this study is to explore the relationship between mindfulness and
burnout in government employees.
Invitation to Participate: If you are a full-time government employee in the United States, you
are invited to participate in this research study that aims to explore the relationship between
mindfulness and burnout in government employees.
Procedure: The two questionaries (Maslach Burnout Inventory–General survey and the
Philadelphia Mindfulness Scale) should take about 20 to 25 minutes to complete. Your
participation will be confidential and anonymous. No IP addresses or other identifiable
information will be stored. A random number, using the Research Randomizer will be assigned
to each participant and all the information will be transferred to a password protected personal
laptop. After three years the data will be destroyed by using a digitally shredding device.
Risks and Benefits: Participating in this study presents no more than minimal risk to you and no
more than what is experienced in daily life. You will not be compensated for this study and while
this study will not benefit you directly, it will add to existing literature and the benefits of your
participation may impact how organizations and leaders can improve government employee
well-being in the workplace.
Disclaimer/Withdrawal: I agree that my participation in this study is completely voluntary and
that I may withdraw at any time without any penalty.
Subject Rights: If I have any questions about this research study, I may contact the lead
researcher, Simona C. Davis by e-mail at xxxxxxxxxxxxx. I may also contact Dr. Robert Voelkel
by e-mail a \ xxxxxxxxxxxxx. If I have concerns or general questions about my rights as a
research participant, I may contact ACU’s Chair of the Institutional Review Board and Executive
Director of Research, Megan Roth, Ph.D. at xxxxxxxxxxxxx or by mail at:
320 Hardin Administration Bldg., ACU Box 29103
Abilene, TX 79699.
Conclusion: I have read and understand the informed consent and by completing the surveys, I
consent to participate in this research study. If you wish to have a copy of this informed consent
form, you may take a screenshot or print it. Please click on the button below if you voluntarily
agree to participate in the study.
Thank you for your time and participation.
o I AGREE
o I DECLINE
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Appendix C: Permission to Use the Philadelphia Mindfulness Scale (PHLMS)

Permission to use the PHLMS
External

Inbox
Thu, Oct 21,
2021, 4:42 PM

(a) Simona Davis <XXXXXXXXXX>
to cardaciotto
Dear Dr. Cardaciotto,
My name is Simona Davis and I am a doctoral student at Abilene Christian University. I
want to use the PHLMS for my study. Do I need permission to use the scale and if I do
what do I need to do? I look forward to your reply.
Blessings,
-Simona C. Davis
Fri, Oct 22, 2021,
12:11 PM

(b) LeeAnn Cardaciotto <XXXXXXXXXX>
to me
Hello Simona,
You certainly have my permission to use the PHLMS. Scoring information can be found
in Table 1 of the 2008 manuscript (Cardaciotto et al., 2008).
Best wishes to you with your research!
Warmly,
LeeAnn
------------------------------------------LeeAnn Cardaciotto, Ph.D.
she/her/hers
Associate Dean for Curriculum & Assessment, Arts & Sciences
Interim Director, Professional Clinical Counseling Master’s Program
Associate Professor, Psychology
La Salle University
1900 W. Olney Avenue
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Philadelphia, PA 19141
A&S Dean’s Office ~ Ph: XXXXXXXXXX
Professional Clinical Counseling Master’s Program ~ Ph: XXXXXXXXXX
XXXXXXXXXX
Appendix D: Permission to Use the Maslach Burnout Inventory General Survey (MBI-GS)

Your name:
Simona C Davis

Email address:
xxxxxxxxxxxxxxxxx

Company/institution:
Abilene Christian University

Mind Garden Sales Order or Invoice number for your license purchase:
CGQCPAULA

The name of the Mind Garden instrument you will be using:
MBI-GS

Please specify the name of and web address for the remote online survey
website you will be using and describe how you will be putting this
instrument online:
I will be using Qualtrics and the survey will be posted on social media,
specifically LinkedIn
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Appendix E: Demographic Questions
What is your age?
o
o
o
o
o
o

18-28 years of age
29-38 years of age
39-48 years of age
49-58 years of age
59-69 years of age
70 years of age
What is the higher level of school you have completed or the highest degree you have
received?
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o
o
o
o
o
o
o

High school graduate (high school diploma or equivalent including GED)
Some college but no degree
Associate degree in college (2-year)
Bachelor’s degree in college (4-year)
Master’s degree
Doctoral degree
Professional degree (JD, MD)
Which ethnic race/ethnicity do you consider yourself to be?

o
o
o
o
o
o
o
o

White
Black/African American
American Indian or Alaska Native
Native Hawaiian or Pacific Islander
Middle Eastern or North African
Hispanic/Latino or Spanish Origin
Other
Prefer not to disclose
What is your gender?

o
o
o
o
o
o

Male
Female
Non-Binary
Transgender
Gender Nonconforming
Prefer not to disclose
What is your relationship status?

o
o
o
o
o
o

Single/Never Married
Married/Domestic Partnership
Divorced
Widowed
Separated
Prefer not to disclose
How long have you been at your current government job?

o
o
o
o
o
o
o

1-6 years
7-12 years
13-18 years
19-24 years
25-30 years
31-36 years
37-42 years
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o 43-48 years
o 49 years or longer

